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FOREWORD 


This  report  describes  research  that  was  conducted  in  two  phases. 

The  first  was  to  analyze  questionnaire  data,  collected  by  the  Naval 
Technical  Training  Command  Staff  from  Recruit  Training  Centers  (RTCs), 
to  measure  the  extent  to  which  lengthening  recruit  training  would  affect 
the  recruit's  attitudes  toward  the  training,  toward  a Naval  career,  and 
toward  the  Navy  in  general.  The  second  phase  was  to  integrate  these 
findings  into  the  body  of  existing  literature  on  attitudes  toward  the 
service.  Results  of  the  first  two  administrations  of  the  questionnaire 
were  published  in  an  Interim  Report  dated  October  1974.  The  present 
report  contains  an  extensive  analysis  of  the  data  from  all  three  administra- 
tions, as  well  as  an  extensive  discussion  of  the  survey  findings  in  relation 
to  the  literature  on  enlistment  motivation.  It  also  recommends  training 
management  improvement?  which  might  increase  both  motivation  and  performance 
of  duty  following  initial  training. 

The  work  described  herein  was  begun  in  June  1974  and  completed  in  April 
1975.  It  was  conducted  by  personnel  of  the  Columbus,  Georgia  Office  of 
HumRRO's  Central  Division.  Dr.  Joseph  A.  Olmstead  is  director  of  the 
Columbus  Office.  From  the  beginning  of  the  project  until  February  1975, 

Dr.  T.  0.  Jacobs  served  as  Project  Director.  Dr.  Olmstead  is  presently 
serving  as  Project  Director. 

Other  members  of  the  research  staff  were  Mr.  Steven  R.  Stewart  and  Mrs. 
Marianna  S.  Harrison. 

The  work  was  performed  for  the  Chief  of  Naval  Technical  Training  under 
Contract  N61339-74-C-0164. 


Meredith  P.  Crawford 
President 

Human  Resources  Research  Organization 
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INTRODUCTION 


SUMMARY  AND  CONCLUSIONS 


In  1973,  as  a result  of  numerous  considerations,  It  was  decided 


to  lengthen  Naval  Recruit  Training  In  order  to  accomplish  several 


objectives.  Among  them  were  to  increase  the  involvement  of  the 


recruit,  so  as  to  deepen  his  Interests  in  a Naval  Career  and  to 


Increase  his  motivation  to  serve  well  in  his  first  enlistment 


Lengthened  Recruit  Training  was  also  intended  to  more  effectively 


serve  the  purpose  of  inculcating  traditional  values  among  recruits 


relating  not  only  to  the  quality  of  their  duty  performance  but  also 


to  variables  of  appearance,  military  courtesy,  and  other  esprit  and 


discipline-related  areas.  The  Increased  time  allocated  to  the 


initial  training  experience  was  designed,  in  large  part,  to  increase 


contact  between  the  recruit  and  his  seniors  in  order  to  create  in 


creased  respect  for  them  and  to  allow  their  leadership  to  accomplish 


more  effectively  the  task  of  Inculcating  the  important  values  and 


traditions  of  the  Naval  Service 


In  order  to  measure  the  extent  to  which  the  lengthened  recruit 


training  experience  might  have  accomplished  these  objectives,  a ques 


tionnaire  was  developed  by  Dr.  Norman  Kerr  and  his  staff  at  the  Naval 


Technical  Training  Center.  This  questionnaire  was  administered  to 


very  large  samples  of  recruits  toward  the  end  of  their  initial  train 


ing  experience  in  late  1973,  mid- 1974,  and  again  in  late  1974.  In 


A number  of  different  motivational  models  could  have  been  used 
as  vehicles  for  examining  how  recruit  training  does  or  does  not  lead 
to  successful  outcomes  on  these  objectives.  However,  two  were  chosen. 

The  report  draws  heavily  on  thinking  by  Glickman,  Goodstadt  et  al.  (1973)  and 
Jacobs  (1970).  Glickman  has  done  extensive  work  on  Navy  career  moti- 
vation and  Jacobs  applied  concepts  of  fair  exchange  and  reciprocity 
to  analysis  of  motivation  and  leadership.  Both  approaches  lead  to  the 
conclusion  that  motivation  to  do  well  depends  on  a chain  much  like 
the  following: 


* 
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. The  individual  has  certain  expectations  as  to  what 
he  is  going  to  get  out  of  his  Navy  enlistment. 

These  need  to  be  the  right  expectations.  According 
to  Glickman,  typical  expectations  are  that  Navy  work 
is  strongly  masculine,  that  it  is  important  and 
purposeful,  that  the  Navy  operates  with  efficiency 
and  discipline,  that  Navy  leaders  are  good  leaders 
who  know  what  they  are  doing,  and  that  the  Navy  is 
a place  where  valuable  skills  can  be  learned  for 
later  life. 

. These  expectations  color  how  he  sees  his  experience 
in  the  Navy,  including  his  initial  training  ex- 
periences.  Good  expectations  lead  to  favorable 
impressions  to  a major  extent. 

. However,  the  extent  to  which  these  expectations  are 
met  by  his  experience  in  the  Navy  wil l also  in- 
fluence his  feelings  as  to  whether  he  has  gotten  a 
"good  deal"  and  whether  the  Navy  has  come  through  on 
its  commitments  to  him,  as  it  expects  him  to  come 
through  on  his  commitments. 

. To  the  extent  that  the  Navy's  treatment  of  him  has 
been  fair  and  has  met  his  expectations,  he  feels  a 
personal  commitment  to  be  fair  and  meet  the  Navy's 
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responsibility  and  self-discipline  emerge 


According  to  this  logic,  effective  training  management  practices 
must  be  based  on  a deliberate  attempt  to  satisfy  the  recruit's  ex- 
pectations of  the  Navy,  and  his  total  enlistment  experience  should 
be  designed  to  help  him  achieve  those  meaningful  and  legitimate 
goals  that  motivated  him  to  enlist  in  the  first  place.  Thus,  a 
knowledge  of  these  goals  is  an  essential  first  step. 


A substantial  number  of  studies  was  reviewed  to  identify  these 
goals.  Further,  the  questionnaire  administered  in  the  present  project 
also  obtained  information  concerning  reasons  for  enlistment.  There 
was  substantial  agreement  among  the  studies,  and  between  them  and  the 


results  of  the  present  study.  The  most  dominant  reason  for  enlist 


ment  is  to  obtain  technical  training  and/or  educational  benefits 


after  the  first  enlistment.  While  a substantial  number  of  recruits 


in  this  study  honestly  reported  that  they  needed  time  to  find  out 


what  they  want  to  do  with  their  lives,  on  the  order  of  one-fifth  of 


them  said  that,  from  the  outset,  they  either  wanted  a Navy  career 
and/or  felt  they  could  get  a better  job  in  the  Navy  than  in  civilian 


These  findings  have  clear  implications  for  training  management 
practices.  The  recruit  expects  to  find  important  and  purposeful 
things  to  do.  He  expects  to  work  for  someone  he  can  respect  and  who 
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Center  (RTC)  experience.  The  administrations  were  conducted  by 
. staff  of  the  three  RTCs  at  which  the  study  was  done,  under  the 
general  supervision  of  the  Naval  Technical  Training  Center.  After 
administration,  the  data  were  delivered  to  HumRRO  for  analysis. 

The  first  administration  provided  a baseline  of  attitudes, 
derived  from  recruits  under  the  7.6  week  program,  against  which 
subsequent  data  could  be  assessed.  The  second  administration  pro- 
vided the  basis  for  most  of  the  complex  statistical  analysis 
procedures,  together  with  an  early  indication  of  the  probable  ef- 
fectiveness of  the  extended  training.  However,  it  was  feared  that 
this  sample  might  be  different  in  terms  of  background  character- 
istics from  the  first  sample.  (This  fear  was  demonstrated  by  analysis 
of  the  data  to  be  well  founded.)  Consequently,  a third  sample  was 
drawn  at  a time  period  roughly  corresponding  to  the  time  period  at 
which  the  first  one  was  drawn.  It  was  hoped  thereby  to  obtain  a 
sample  roughly  the  same  on  educational  and  socio-economic  status 
(SES)  backgrounds  as  that  of  the  first,  baseline  sample.  (Data 
analysis  confirmed  that  this  objective  was  generally  achieved.) 

Data  analyses  consisted  of  the  following: 

a.  For  each  item,  "t"  tests  were  run  between  first  and 
second  administrations,  and  between  first  and  third, 
to  detect  item-by-item  changes  that  might  have 
occurred. 


b.  For  each  item,  analyses  of  variance  were  run  across 
RTCs,  at  each  time  of  administration,  to  detect  dif- 
ferences between  them. 

c.  An  Automatic  Interaction  Detection  (AID)  (Sonquist  and 
Morgan,  1964;  Sonquist,  1970)  analysis  was  run  on  the 
data  from  the  first  two  administrations,  to  identify 
subsets  of  recruits  for  whom  training  management,  prac- 
tices might  need  to  differ. 

d.  A principal  components  factor  analysis  with  varimax 
rotation  was  also  accomplished  on  the  questionnaire 
items . 

e.  The  same  type  of  factor  analysis  was  run  on  the  data 
from  the  third  administration  alone. 

Other  analyses  than  these  were  done,  but  were  subordinate  to  the 
above  in  significance.  The  main  findings  of  the  study  were  derived 
from  the  outcomes  of  these  analyses. 

RESULTS 

Demographic  Data 

In  the  questionnaire,  several  items  requested  background  infor- 
mation from  the  recruit,  particularly  about  his  educational  status, 
age,  reason  for  enlistment,  and  geographical  region  of  origin.  In 
order  for  confident  statements  to  be  made  concerning  possible  dif- 
ferences between  administrations,  and  between  Recruit  Training 
renters,  it  would  have  been  necessary  to  find  that  the  samples  from 
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one  administration  to  the  next  were  roughly  equivalent.  Examination 
of  the  demographic  data  revealed  that  the  samples  differed  from  ad- 
ministration to  administration,  and  also  from  RTC  to  RTC  from  one 
administration  to  the  next.  Major  differences  were  found  to  be  the 
following: 

a.  There  were  maior  education  and  age  differences  between 
the  first  and  second  administration  samples,  and  between  the  second 
and  third.  The  first  and  third  were  substantially  more  similar  than 
either  was  to  the  second.  In  general,  the  second  sample  was  older, 
and  with  a different  distribution  of  ages  then  either  the  first  or 
third.  (The  Results  section  of  the  body  of  the  report  goes  into 
more  detail  on  this  and  other  topics.)  In  addition,  the  educational 
quality  of  the  second  administration  sample  was  lower  than  that  of 
the  other  two  samples,  and  the  educational  quality  of  the  third 
administration  sample  was  lower  than  that  of  the  first  but  higher 
than  the  second. 

b.  There  were  major  geographic  region-of-origin  dif- 
ferences between  the  samples.  The  comparison  between  education  and 
age  suggested  that  the  second  administration  sample  probably  should 
not  be  used  as  the  primary  basis  of  comparison  with  the  first  con- 
cerning the  impact  of  extending  Recruit  Training.  So  the  comparison 
on  point  of  origin  focused  on  the  comparability  of  the  first  and  third 
administration  samples.  In  general,  the  third  sample  had  more  Pacific 
States  origins,  fewer  Middle  Atlantic  States  origins,  and  fewer  North 
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Central  States  origins.  However,  there  were  also  major  shifts  in 
the  flow  of  recruits  from  the  various  regions  to  the  various  RTCs. 

The  differences  in  total  samples  were  judged  to  be  potentially  a 
problem,  and  the  location  of  origin  variable  was  tested  in  several 
of  the  analyses  without  effect.  Further,  in  the  AID  analyses,  RTC 
location  did  not  have  a significant  effect.  However,  location  of 
origin  and  RTC  did  emerge  combined  in  one  of  the  factors  identified 
in  the  factor  analysis.  The  conclusion,  therefore,  was  reached  that 
overall  sample  comparisons  (first  vs.  third)  were  legitimate  for 
assessing  the  impact  of  extending  RTC,  but  that  RTC-to-RTC  com- 
parisons would  not  be  legitimate.  That  is,  any  RTC-to-RTC 
differences  that  might  be  found  could  probably  be  attributed  to 
sample  composition  changes  caused  by  differences  in  flow  patterns 
of  recruits  into  RTCs. 

c.  There  was  a substantial  shift  in  the  racial  composi- 
tion of  the  samples  obtained  on  the  first  and  third  administrations. 

A considerably  larger  percentage  of  blacks  were  found  in  the  third 
administration  sample.  However,  this  was  not  thought  to  pose  a major 
problem  because  the  variable  of  race  did  not  emerge  in  the  AID 
analysis.  Further,  in  the  only  study  found  which  explicitly  tested 
the  issue,  Stender  (1972)  found  that  blacks  are  slightly  more  favorable, 
overall,  toward  military  service  than  whites.  However,  the  effect  was 
slight. 
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d.  Reasons  for  enlistment  have  held  remarkably  con- 


sistent from  sample  one  to  sample  three,  with  technical  training, 
need  for  time,  educational  benefits,  desire  for  Navy  career,  and 
feeling  that  a Navy  job  is  better  than  a civilian  job  leading  in 
that  order. 

Conclusions  reached  from  study  of  the  demographic  information 
were  that  the  second  administration  sample  should  not  be  used  for 
the  major  comparisons  by  which  the  effectiveness  of  extending  RTC 
would  be  assessed,  although  the  first  and  third  administration 
data  were  suitable  for  this  purpose.  However,  differences  in  the 
flow  of  recruits  from  geographical  regions  to  RTCs  were  sufficient 
that  it  was  judged  inappropriate  to  make  comparisons  among  the  RTCs. 
AID  Analyses 

The  AID  analysis  technique  is  designed  to  identify  subgroupings 
of  individuals  within  a total  sample,  on  the  basis  of  their  patterns 
of  response  to  questions  on  a questionnaire,  or  on  the  basis  of  other 
possible  types  of  measures.  One  of  the  objectives  of  the  present 
study  was  to  identify  a smaller  and  simpler  (than  the  whole  question- 
naire) basis  for  comparing  samples.  The  AID  technique  was  used  for 
this  purpose,  and  to  test  several  hypotheses  about  RTC,  especially 
extending  the  RTC  experience. 

a.  In  several  preliminary  AID  analyses,  prior  to  the  final 
one  to  be  described  below,  demographic  variables  were  tested  to 
determine  the  extent  to  which  they  might  be  influencing  reactions 
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to  the  Navy.  In  this  and  the  major  analysis  reported  below,  Ques- 
tionnaire Item  59,  asking  how  well  the  recruit  likes  the  Navy  thus 
far,  was  selected  as  the  criterion  variable. 

(1)  Though  several  AID  analyses  were  conducted  to 
"force”  time  of  administration,  no  AID  analysis 
identified  time  as  a key  variable. 

(2)  Similarly,  RTC  was  "forced."  It  emerged  as  a 
variable  only  to  separate  Orlando  females  from 
all  males  from  all  locations.  Thus,  the  dif- 
ference emerging  was  a sex  difference  and  not  a 
training  management  difference. 

(3)  Reason  for  joining  was  always  included  in  the 
above  analyses  and  always  emerged  as  the  con- 
trolling variable,  suggesting  that  demographic 
variables  are  associated  with  attitudinal 
variables  only  through  association  with  reason 
for  joining. 

b.  Thus,  conclusions  from  the  preliminary  analyses  were  that 
demographic  variables  were  essentially  unrelated  to  attitudes  toward  the 
Navy  but  that  the  reason  for  joining  was  strongly  related  to  such  at- 
titudes. A final  AID  analysis  was  then  run  on  combined  data  from  the 
first  and  second  administrations  to  isolate  key  sets  of  items  on  which 
first  and  third  administration  data  could  be  compared.  This  AID  analysis 
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identified  nine  discrete  groups  of  Navymen.  (A  more  complete 
detailed  description  of  these  groups  is  provided  in  the  main  body 
of  the  report.  Pages  32-116.) 


(1)  Intrinsically  motivated,  career  minded.  This  group 
constituted  26H  of  the  total  group  in  the  analysis. 
They  regarded  the  Navy  as  a good  end  in  itself, 
were  career  minded  in  their  reason  for  joining, 
and  were  highly  favorable  toward  the  Navy. 

(2)  lnstrumentally  motivated  and  happy  about  their  next 
assignments.  Fourteen  percent  fell  into  this 
group — men  see  the  Navy  as  a means  to  an  end  (reason 
for  joining  “ technical  training  or  education  after 
service,  etc.),  and  are  happy  about  their  next 
assignment  and  the  contribution  their  boot  training 
will  make  to  it. 

(J)  Instrumental/ fair . Twenty-one  percent  fell  into 
this  group,  joining  lor  the  same  reasons  as  group 
(2).  However,  this  group  is  less  satisfied  with 
next  assignment,  though  they  view  the  Navy  as  fair. 

(A)  Fairness  motivated.  Eight  percent  fell  into  this 
group,  which  is  not  defined  by  reason  for  joining 
(intrinsic/instrumental),  but  who  consider  the  Navy 
fair.  (Thus,  fair  treatment  is  probably  highly 
important  to  them.) 
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Created  them  all  right).  Finally , 0 roup  9,  with 
the  worst  attitudes,  frankly  admit  that  for  them 
taking  orders  is  difficult. 
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c.  Conclusions  from  this  AID  analysis  will  be  dealt  with  at 
more  length  shortly.  For  now,  it  is  sufficient  to  note  that  the  AID 
analysis  has  identified  probable  groupings  of  items  which  will  provide 
the  basis  for  meaningful  comparisons  between  Samples  One  and  Three. 
Further,  the  groups  of  recruits  identified  in  this  analysis  seem 
remarkably  different  from  one  another.  The  strong  suggestion  is  that 
RTC  fills  consist  of  "streams"  of  recruits  who  may  differ  in  major 
ways  from  one  another.  The  conventional  view  of  enlistment  motivation 
is  that  most  recruits  share  most  attitudes  at  least  to  some  extent. 

That  is,  it  is  commonly  assumed  that  one  man  may  give  one  reason  for 
joining  while  another  gives  another  reason,  but  that  they  really  s/iarv 
reasons.  They  both  have  both  reasons,  simply  feeling  these  reasons 
to  different  degrees.  The  present  findings  suggest  this  may  not  be  a 
correct  picture.  For  at  least  some,  reasons  (enlistment  motives),  the 
recruit  probably  gives  near  zero  value  to  some  other  possible  reasons. 
For  example,  a recruit  who  joins  for  instrumental  reasons  may  not  be 
patriotic  at  all.  And  a recruit  who  joins  for  intrinsic  reasons,  e.g., 
for  patriotic  reasons,  may  not  see  the  Navy  as  a means  to  an  end  at 
all,  but  rather  as  an  end  in  itself.  The  results  of  the  literature 
review  support  this  view  quite  well,  and  this  view  consequently  will 
be  a basis  for  making  training  recommendations  later. 
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Factor  Analysis 

Factor  analyses  were  also  run  on  the  combined  data  from  Ad- 
ministrations One  and  Two.  Seven  factors  were  identified,  which 
essentially  confirm  the  item  sets  identified  in  the  AID  analyses 
as  crucial  and  as  suitable  for  comparisons  of  data  from  Administra- 
tions One  and  Three.  The  seven  factors  were: 

a.  Career  positive  orientation.  Contributors  were  items 
concerning  reason  for  joining,  liking  for  next  duty  assignment, 
ability  to  take  orders,  liking  for  Navy  thus  far,  and  attitude 
toward  a Naval  career. 

b.  Demographic  cluster,  consisting  of  age  and  education. 

c.  Demographic  cluster,  consisting  of  race,  geographical 
point  of  origin,  and  RTC  location. 

d.  Attitudes  toward  recruit  training.  Contributors  were 
items  concerning  whether  boot  training  would  help  in  next  duty 
assignment,  whether  the  recruit  felt  a part  of  the  company  in  boot, 
whether  he  could  talk  with  his  superiors,  and  whether  trainers  set 
a good  example. 

e.  Attitudes  toward  discipline  items,  contributors  being 
liking  for  boot  haircut,  running  during  boot  training,  and  weekly 
testing. 

f.  Navy/civilian  comparisons.  Contributors  were  several 
items  with  highly  similar  format,  asking  for  comparisons  between  the 
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Navy  and  civilian  life  on  where  technical  training,  work  one  likes 
to  do  best,  and  fair  treatment  can  better  be  obtained. 


g.  Time  and  treatment.  This  is  a small  cluster  composed 
— time  of  administration,  and  one  item  reflecting  how  the  recruit 

was  treated  during  his  first  few  days  in  boot. 

Identification  of  Clusters 

These  factors,  together  with  the  results  of  the  AID  analysis, 
led  to  identification  of  six  clusters  of  items  on  which  it  was  felt 
_ that  comparisons  between  Samples  One  and  Three  should  be  based. 

These  clusters,  and  the  items  comprising  them,  were  as  follows. 
(Detailed  presentation  of  items  and  administration  differences  in 
responses  to  them  are  presented  in  the  body  of  the  report.  Pages 
46-61.) 

a*  Positive  Orientation  Toward  Navy  Career.  (Reason 
for  joining,  liking  for  next  duty  assignment,  difficulty  in  taking 
orders,  how  like  Navy  thus  far,  and  career  orientation  toward  Navy.) 

b.  Favorable  Boot  Impression.  (Will  Boot  help  in  next 
assignment,  felt  part  of  Boot  company,  could  talk  with  superiors, 
trainers  set  good  example.) 

. c.  Reaction  to  Discipline.  (Liking  for  haircut,  running, 

weekly  testing,  how  treated  first  few  days.) 

d.  Instrumental  Attitudes.  (Items  of  common  format  asking 


where  best  can  get  technical  training,  work  one  likes  best,  fair 
treatment,  and  more  important  jobs.) 


the  recruit  and  expectations  lie  lias  of  the  Navy.  However,  changes 


over  time  appear  inconsistent 


e.  Adjustment  in  Boot.  There  is  a trend  for  challenge 


to  have  increased,  although  cJasswork  is  not  the  source.  Adjustment 


to  other  recruits  has  become  harder  at  Great  Lakes  with  a similar 


trend  at  San  Diego 


f.  Help  in  Boot.  No  consistent  changes  over  time 


g.  Summary.  It  therefore  seems  appropriate  to  conclude 


that  lengthening  of  RTC  has  not  had  any  noticeable  impact  on  recruits 


near  the  end  of  their  RTC  experience,  as  measured  by  attitudes  on  the 


above  clusters  of  items.  There  have  been  generally  positive  trends 


in  attitudes  toward  the  Naval  service,  but  the  pattern  of  these 


changes  suggests  that  the  reason  is  not  lengthening  of  RTC  in  itself 


Rather,  it  seems  more  likely  that  it  is  a result  of  generally 


improving  attitudes  toward  the  military  service  in  the  population  at 


large  and  an  increase  in  the  extent  to  which  recruits  see  the  Navy  as 


instrumental  in  the  achieving  of  personal  goals  (for  technical  train 


ing  or  education)  or  as  an  important  end  in  itself.  As  the  discussion 


b.-low  will  suggest,  increased  favorability  of  reaction  to  the  Navy  is 


probably  a reaction  to  the  view  that  the  Navy  is  meeting  their  expecta 


tions  of  it  fairly  and  well.  It  was  further  concluded  that  the 


differences  between  RTCs  are  probably  not  interpretable  as  a result 
of  the  changes  in  fill  patterns  among  the  RTCs,  which  produced  sample 


composition  changes.  Thus,  while  differences  between  RTCs  are 


generally  significant,  they  have  no  necessarily  logical  meaning,  and 
other  changes  in  the  flow  of  recruits  into  the  RTCs  could  change  the 


pattern  of  differences  noted. 


DISCUSSION 

1 

This  study  produced  three  major  findings.  First,  comparison  of 


data  from  the  first  and  third  administrations  on  key  items  did  not 
reveal  major  systematic  changes  from  one  time  to  another.  Second, 


important  changes  in  the  flow  of  recruits  into  Recruit  Training 
Centers  preclude  comparisons  among  RTCs.  Third,  the  combination  of 
findings  from  the  present  data  and  the  review  of  findings  in  the 
literature  on  enlistment  incentives  and  Navy  climate  has  extremely 
important  implications  for  training  management.  Each  of  these  three 
areas  will  be  discussed  in  turn. 

First  and  Third  Administration  Comparisons 

While  there  were  changes  from  one  administration  to  the  other, 
these  changes  were  not  consistent  among  all  training  centers.  If  the 
lengthening  of  RTC  had  had  favorable  effects  of  the  attitudinal  nature 
intended,  the  pattern  of  changes  should  have  been  consistent,  for  at 
least  some  of  the  items  in  the  key  clusters  shown  in  the  Results 
section.  That  such  consistent  differences  were  not  found  suggests 
that  this  kind  of  impact  was  not  produced  by  lengthening  RTC  ex- 
perience. That  it  did  not  is  no  great  surprise.  As  other  parts  of 
this  discussion  will  point  out,  the  favorableness  of  a recruit's 
impression  of  his  training  experiences  comes  primarily  from  the  extent 
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to  which  he  sees  it  as  meaningful,  fair,  and  a vehicle  by  which  he 
can  Increase  his  own  self-respect  and  the  respect  of  others  for  him 
by  doing  well.  Admiral  Bergner  (1968),  in  a reference  discussed  in 
considerably  greater  length  in  the  main  body  of  the  report,  dis- 
cusses his  own  experiences  while  commanding  the  San  Diego  RTC  and 
work  he  did  to  make  the  experience  more  meaningful  for  recruits. 
Through  what  appears  to  have  been  an  excellent  program  for  the 
cadre,  he  attempted  to  develop  their  skills  at  conmunicating  a feel- 
ing of  concern  for  trainees  while  at  the  same  time  challenging  them 
through  their  training. 

The  point  is  that  unless  similar  changes  occurred  in  training 
management  practices  when  recruit  training  was  lengthened,  there  is 
no  reason  to  believe  that  attitudes  would  improve  as  the  result  of 
simply  providing  more  training  of  the  same  type.  There  is  reason  to 
expect  that  the  military  manner  and  bearing  of  the  product  of  Recruit 
Training  would  be  better  as  a result  of  the  increased  training  in 
customs  and  courtesies  of  the  service,  of  course.  However,  the 
measure  of  an  impact  of  this  nature  would  consist  of  the  reactions 
of  commanders  under  whom  these  men  subsequently  serve. 

One  point  should  be  emphasized,  however.  The  fact  that  overall 
attitudes  have  not  improved  during  the  time  marked  by  lengthening  of 
Recruit  Training  is  not  a criticism  of  Naval  Recruit  Training.  First, 
attitudes  toward  the  Navy  (impressions  of  the  Navy  thus  far  and  the 
Navy  as  a potential  for  career  service)  were  highly  favorable  at  both 
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administrations  and  show  trend  improvements  from  the  first  to  the 
third  administrations.  indeed,  in  the  third  administration  572 
of  all  recruits  surveyed  chose  one  of  the  two  most  favorable 
responses  when  asked  how  they  like  the  Navy  thus  far  and  only 
slightly  more  than  102  chose  the  two  least  favorable  responses. 

These  are  extremely  positive  responses,  suggesting  that  the  various 
Recruit  Training  Centers  have  been  and  continue  to  reinforce  the 
development  of  favorable  attitudes  toward  the  Navy.  Implications 
for  further  'fine  tuning"  are  presented  later.  The  extent  to  which 
the  RTCs  develop  military  skills  is  not  addressed  in  this  report; 
however,  insofar  as  attitudes  are  concerned,  it  can  only  be  con- 
cluded that  the  RTCs  have  been  doing  very  well  indeed. 

Comparisons  Among  RTCs 

in  the  interim  report  of  early  analyses  of  data  from  the  first 
two  administrations,  and  before  data  were  even  collected  for  the  third 
administration,  substantial  differences  between  the  RTCs  were  pre- 
sented. While  the  caution  was  urged  that  sample  composition 
differences  might  have  been  responsible,  the  between-RTC  differences 
were  still  discussed.  The  much  more  intensive  analysis  of  data 
presented  in  the  present  report  included  examination  of  key  demographic 
data,  including  differences  in  geographical  point  of  origin,  and 
education.  The  finding  was  very  clear  that  the.  overall  differences 
between  first  and  third  samples  did  not  influence  overall  comparisons. 
However,  it  was  equally  clear  that  patterns  of  flow  from  the  various 
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geographical  regions  to  the  three  RTCs  did  influence  patterns  of 
response  from  these  centers  taken  individually.  As  a consequence, 
the  differences  between  RTCs,  which  were  found  in  these  analyses  as 
they  had  been  found  in  the  earlier  analyses,  were  not  discussed  as 
meaningful.  The  necessary  conclusion  was  reached  that  a change  in 
the  flow  of  recruits  could  easily  change  any  given  pattern  of 
responses  at  any  given  center.  It  should  also  be  concluded  that 
the  discussion  or  differences  between  RTCs  found  in  the  interim 
report  may  well  be  invalid. 

This  does  not  mean  that  individual  RTCs  cannot  adjust  to  the 
patterns  found  in  the  recruit  "streams"  they  receive.  Indeed,  they 
should,  and  suggestions  for  adjustment  to  various  elements  of  the 
total  stream"  were  presented  in  the  body  of  the  report.  However, 
it  is  extremely  likely  that  between-RTC  differences  would  be  found 
even  with  such  adjustment.  The  more  meaningful  approach  would  be 
for  each  RTC  to  be  compared  only  with  its  own  past  performance  and  not 
with  the  other  RTCs.  Further,  such  comparisons  should  be  made  only 
after  the  influence  of  possible  changes  in  the  composition  of  the 
total  recruit  mix  had  been  assessed.  The  principal  factors  governing 
recruit  reactions  were  described  in  the  body  of  the  report  and  relate 
primarily  to  reason  for  joining.  While  this  is  also  related  to  educa- 
tion, age,  and  point  of  origin,  reason  for  joining  appears  to  be  the 
dominant  variable  in  this  total  mix  of  variables  and,  thus,  is  the 
primary  one  for  assessing  the  impact  of  composition  changes. 
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Training  Management  Implications 

One  of  the  most  Important  conclusions  drawn  in  the  main  body  of 
the  report  was  that  the  total  recruit  mix  entering  recruit  training 
probably  consists  of  different  "streams,"  each  differing  from  others 
in  very  major  ways.  It  was  suggested  further  that  these  streams 
differ  mainly  in  terms  of  what  they  expect  from  the  Navy.  Finally, 
it  was  suggested  that  training  management  practices  may  well  need  to 
differ  from  the  different  stteams. 

The  probability  that  sucli  "streams"  exist  is  suggested  not  only 
by  the  results  of  the  present  study,  but  also  by  the  literature  on 
enlistment  motivations,  which  is  also  discussed  in  the  main  body  of 
the  report.  Further,  it  appears  that  these  streams  have  existed  for 
a long  time.  IVo  ma|or  streams  consist  of  (1)  young  men  who  are 
attracted  to  the  Navy  and  to  Navy  life  as  an  end  in  Itself  and  (2)  of 
young  men  who  see  the  Navy  as  a means  to  other  ends  such  as  voca- 
tional training. 

The  key  items  identifying  these  streams  constitute  the  basis  for 
recommendations  concerning  training  management.  These  reconmendat ions 
are  based  >>n  the  more  general  notion  that,  in  skill  training,  effective 
training  management  consists  of  taking  individual  differences  among 
learners  into  account  and  providing  training  experiences'  that  maxi- 
mally enhance  learning  for  each  individual.  Obviously,  there  are 
limits  to  the  extent  that  this  ideal  can  be  pursued.  However,  the 
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Ideal  Is  ilear.  Hu*  same  principle  of  individual  differences  holds 
for  motivational  treatments. 

One  of  the  main  goals  of  the  individual  recruit  is  self-respect, 
which  is  communicated  to  him  in  terms  of  the  respect  others  show  for 
him.  The  basic  training  experience  of  the  military  service  has 
traditionally  been  thought  by  observers  to  aim  at  stripping  the 
individual  of  his  identity,  his  individuality,  and  to  make  him 
'uniform”  and  compliant.  While  these  are  no  longer  the  goals  of 
basic  training,  at  least  in  toto,  some  of  the  original  training 
treatments  designed  to  produce  these  outcomes  linger  as  traditional 
elements  of  the  first  training  experience  in  all  of  the  military 
services.  Understanding  their  purpose,  superiors  and  trainers  feel 
them  reasonable.  Falling  to  understand  their  purpose,  the  recruit 
may  feel  they  are  working  against  his  search  for  identity  and  self- 
respect.  The  difference  between  a feeling  of  psychological  insult 
and  a feeling  of  meaningful  challenge  is  the  quality  of  leadership 
expressed  hv  his  superiors  and  trainers  in  RTC . 

It  is  clearly  beyond  the  scope  of  the  present  report  to  address 
leadership  in  detail.  However,  Admiral  Bergner  (1968)  identified  the 
central  variable  when  lie  noted  that  the  most  important  thing  was  in 
communicating  to  the  recruit  that  his  superiors  in  fact  do  care  about 
hint.  Jacobs  (1970),  in  describing  the  exchange  between  leader  and 
led,  makes  a similar  point.  A subordinate  can  afford  to  try  to  please 
only  that  superior  who  cares  about  that  subordinate.  If  the  subordinate 
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feels  his  superior  is  not  concerned  about  him  as  a person,  then  he 
turns  to  his  peer  group  to  find  someone  who  does.  When  the  superior 
is  concerned,  the  loyalty  and  motivation  of  the  subordinate  are 
thereby  sparked.  Admiral  Bergner's  contribution,  based  on  reading 
of  the  account  he  presented,  was  that  he  recognized  the  importance  of 
this  need  and  developed  training  for  the  training  cadre  to  com- 
municate to  them  the  importance  of  the  need  and  ways  they  could 
express  their  concern  for  the  recruit  while  at  the  same  time  teach- 
ing him  to  fulfill  his  military  responsibilities  no  less  well. 

While  the  following  are  almost  bromides,  they  Lndicate  the  direc- 
tions that  "fine  tuning"  could  take: 

a.  The  nature  of  the  work  they  will  be  doing  is  quite 
important  to  members  of  five  of  the  six  "streams"  of  Naval  recruits 
who  stand  at  the  top  in  favorabilfty  of  Impression  of  the  Navy. 

Every  attempt  should  be  made  to  be  sure  that  initial  interviews  with 
them  succeed  in  learning  their  aptitudes  and  interests,  and  in  their 
assignment:  to  subsequent  duty  of  their  choice,  within  the  limits  of  the 
service  to  provide  It.  Recognizing  that  the  Navy  is  already  doing 
pretty  well  at  this,  and  that  some  disappointment  is  inevitable, 
improvement  in  the  interviewer's  role  may  be  difficult.  Communicating 
interest  in  each  of  hundreds  of  interviews  is  difficult.  However, 
many  recruits  felt  the  interviewer  was  not  really  interested,  and  this 
may  be  the  first  really  significant  contact  with  the  "operational"  Navy 
tor  the  recruit.  If  the  interviewer  is  interested,  the  recruit's 
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feeling  that  he  can  control  his  outcomes  should  be  enhanced,  even 
if  his  subsequent  assignments  are  not  exactly  what  he  wants.  Even 
then,  a careful  and  thoughtful  explanation  of  why  he  cannot  get  what 
he  wants  communicates  concern.  The  same  principle  applies  to  his 
other  contacts  with  the  formal  Navy  during  his  training  experience. 
(Much  has  been  made  of  this  single  point  as  an  illustration.  It 
could,  in  fact,  be  treated  at  considerably  greater  length.  The 
essence  of  good  leadership  consists  of  the  extent  to  which  the  tech- 
niques applied  succeed  in  impressing  the  subordinate.  It  is  this 
attention  to  detail,  and  to  the  objective  of  enhancing  the  feeling 
of  self-worth  of  the  subordinate,  that  marks  the  effective  leader.) 

b.  The  reason  for  joining  determines  in  major  ways  the 
expectations  the  recruit  has  of  the  Navy.  Satisfaction  of  these 
expectations  will  produce  the  feeling  of  reciprocal  responsibility  to 
satisfy  the  Navy's  expectations  of  him.  The  body  of  the  report  dis- 
cusses these  expectations  in  detail.  Their  essence,  for  the  main 
"streams"  of  recruits,  is  a feeling  of  meaningfulness  in  what  he  does 
and  a feeling  of  opportunity  for  personal  growth  through  his  ex- 
perience's in  the  Navy.  The  implication  is  for  substantial  opportunity 
for  communication  with  his  superiors  and  trainers,  in  which  he  perhaps 
has  the  opportunity  to  question  the  meaningfulness  of  his  training 
experiences  and  be  reassured.  It  should  be  emphasized  that  this  does 
not  mean  that  challenge  should  be  decreased.  For  the  maximum  in 
personal  growth,  the  meaningful  challenge  given  the  recruit  must  be 
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d.  Perhaps  the  single  roost  important  reward  that  can  be 


given  by  superiors  is  respect  for  superior  performance  by  sub- 
ordinates. Conferring  differential  recognition  and  respect  for  a 
job  well  done  in  an  RTG  environment  is  extremely  difficult,  both 
because  of  the  rate  and  volume  of  throughput.  However,  it  is  the 
type  of  incentive  which  should  be  used  throughout  the  sailor's 
enlistment  and  career.  Training  in  the  techniques  for  accomplish- 
ing this  type  of  objective  in  RTC  would  enhance  the  ability  of 
trainers  to  produce  and  differentially  reward  superior  accomplish- 
ment even  at  this  early  stage  of  a recruit's  service. 
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ANALYSIS  OF  RECRUIT  ATTITUDES 
TOWARD  NAVAL  RECRUIT  TRAINING 


INTRODUCTION 


In  1973,  as  a result  of  numerous  considerations,  the  decision  was 
made  to  Increase  the  length  of  Naval  Recruit  Training.  A primary  ob- 
jective of  this  decision  was  to  increase  the  recruit’s  involvement  in 
the  Navy,  deepen  his  interests  in  a Naval  career,  and  teach  him  better 


to  serve  well  in  his  first  enlistment.  Lengthened  Recruit  Training  was 
also  intended  to  serve  more  effectively  the  purpose  of  inculcating 
traditional  values  among  recruits,  relating  not  only  to  the  quality  of 
petformance  but  also  to  variables  of  appearance,  military  courtesy,  and 
otheT  esprit  and  discipline-related  considerations.  The  increase  in 


time  for  Recruit  Training  was  designed,  in  large  part,  to  provide  for 
increased  contact  between  the  recruit  and  his  seniors,  in  order  that 


he  might  develop  Increased  respect  for  them  and  to  allow  their  leader- 

I 

ship  to  accomplish  more  effectively  the  task  of  inculcating  the  important 
values  and  traditions  of  the  Naval  service. 


In  order  to  measure  the  extent  to  which  extension  of  Recruit  Train 


iii,  accomplished  these  objectives,  a questionnaire  was  developed  by  Dr. 
•'Ois-an  ...  Kerr  and  his  staff  at  the  Naval  Technical  Training  Center.  This 
questionnaire  was  administered  to  very  large  samples  of  Naval  Recruits 
toward  the  end  of  their  initial  training  experience  in  late  .1973,  in  mid- 
L974,  and  in  late  1974,  at  a time  corresponding  to  the  first  administration 
in  1973.  The  questionnaire  contained  items  dealing  with  four  major  areas, 
in  addition  to  data  pertaining  to  the  personal  history  or  background  of 
the  recruit.  The  four  areas  were  attitudes  concerning  Recruit  Training 


specifics  (including  seniors),  attitudes  and  feelings  of  self-discipline, 
attitudes  pertaining  to  esprit  de  corps  (personal  identification  as  a 
part  of  the  Navy  team),  and  attitudes  toward  Navy  life  and  how  he  per- 
ceives it.  It  was  assumed  that  lengthened  Recruit  Training  would  im- 
prove recruit  attitudes  in  all  of  these  areas.  Because  f extensive 
prior  experience  in  the  analysis  of  data  of  this  sort,  the  Human  Resources 
Research  Organization  proposed  that  it  be  permitted  to  conduct  a computer 
analysis  of  these  data.  An  initial  analysis  of  data  from  Administrations 
One  and  Two  was  written  in  October  1974  (Jacobs,  1974).  The  present 
report  contains  the  results  of  a considerably  more  comprehensive  analysis 
which  includes  not  only  those  two  administrations  but  also  the  third 
administration.  It  also  includes  the  results  of  an  extensive  review  of 
literature  pertaining  to  recruits'  motivation  for  enlistment,  their  values 
and  expectations  of  the  Naval  service,  Naval  climate  and  values  to  which 
they  are  expected  to  accommodate,  and  concepts  of  training  management 
in  terms  of  which  data  from  the  questionnaire  administrations  will  be 
analyzed. 

In  broad  overview,  the  remainder  of  this  report  will  fall  into 
three  major  sections.  In  the  first,  the  literature  pertaining  to  recruit 
values  and  expectations  will  be  summarized.  It  is  important  that  these 
findings  be  made  explicit  before  the  findings  from  the  questionnaire 
administrations  are  presented.  Preceding  research  will  serve  both  as 
i frame  of  reference  for  examination  of  the  present  data,  and  also  as 
a guide  to  recommendations  based  on  analysis  of  these  data. 

In  the  second  broad  section,  the  analyses  of  the  questionnaire  data 
will  be  described  and  findings  from  these  analyses  will  be  presented. 
Finally,  in  the  third  section,  a substantial  discussion  of  the  findings  in 


terms  of  existing  knowledge  concerning  training  management  techniques 
will  be  presented. 

THE  NAVAL  RECRUIT  — HIS  EXPECTATIONS  AND  VALUES 


A major  command  objective  for  the  initial  training  experience  is 
to  develop  within  the  recruit  a set  of  values  and  attitudes  such  that 
he  will  perform  well  in  his  later  service,  and  will  — in  a reasonable 
number  of  cases  — desire  a career  with  the  Navy.  It  is  unquestioned 
that  the  initial  training  experience  does  have  profound  effects.  How- 
ever, in  some  cases,  it  is  not  the  effect  desired.  To  understand  why 
the  initial  experience  sometimes  has  unfavorable  outcomes,  it  is  neces- 
sary to  examine  the  reasons  why  young  men  elect  to  join  the  Navy.  The 
basic  assumption  underlying  this  approach  is  that  individuals  join  for 
varying  reasons.  These  reasons  then  define  their  expectations  from  the 
Navy  — what  they  expect  to  receive  in  return  for  their  service  to  the 
Navy.  If  their  expectations  are  fulfilled,  it  is  assumed  further  that 
they  will  then  conclude  that  t lie  relationship  with  the  Navy  is  a good 
one  because  their  outcomes  are  fair  in  relation  to  their  investments  in 
the  Navy. ^ 

This  section  therefore  will  summarize  the  result  of  surveying  a sub- 
stantial number  of  studies,  which  have  studied  the  expectations  of  young 
men  who  either  have  enlisted  in  the  Navy  or  who  might.  As  will  be  seen. 


*This  essentially  is  an  ejccfthmae  theory  approach,  which  is  believed 
by  the  author  to  be  an  extremelv  good  way  to  understand  motivation  and 
leadership  in  formal  organizations.  It  has  also  become  an  implicit  part 
of  the  leadership  thought  in  another  service  - the  Army  — in  the  form  of 
"The  Informal  Contract."  This  body  of  thought  has  giown  from  research 
conducted  by  a number  of  researchers  at  the  Army  War  College. 
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a variety  of  reasons  exists  for  enlistment.  However,  it  will  also  be 
seen  that  there  is  a surprising  degree  of  agreement  on  the  major  reasons. 
Further,  some  major  additional  conclusions  will  be  apparent  from  examina- 
tion of  these  studies.  These  conclusions  will  have  major  implications 
for  training  management  within  Recruit  Training  Centers. 

As  might  he  expected,  the  number  of  studies  accomplished  within  the 
past  fifteen  years  on  enlistment  incentives  is  huge.  It  was  pointless 
for  the  present  report  to  survey  the  entire  number,  because  the  degree 
of  agreement  among  them  is  so  great.  Accordingly,  some  21  references 
were  Identified  for  inclusion  in  the  present  report,  chosen  primarily 
because  they  contained  numerical  data  in  one  form  or  another. 

To  show  the  consensus  produced  by  study  of  these  reports  as  a whole, 
12  have  been  extracted  for  presentation  in  Table  1.  For  reasons  explained 
in  the  footnotes  to  the  table,  some  comparisons  are  difficult  for  one 
reason  or  another.  However,  examination  of  the  table  entries  shows  a 
remarkable  degree  of  agreement  even  though  the  respondents  in  the  studies 

were  fairjfy  diverse,  T.e.,  some  surveys  reached  Navymen  on  active  duty 

f-  »« " 

while  others  reached  high  school  students,  and  so  on. 

Six  major  clusters  of  reasons  can  be  identified.  The  first  con- 
sists o'f  vocational  or  educational  development  objectives.  (The  frequency 
of  mention  of  this  objective  is  shown  in  the  column  labeled  "Totals." 

Thus,  Education  and  Training  was  mentioned  within  the  top  four  or  five 
reasons  for  enlistment  in  11  of  the  12  studies  used  to  construct  the 
table.  Note,  however,  that  some  of  the  studies  surveyed  more  than  one 
group,  or  reported  data  for  subgroups,  with  the  result  that  the  total 
number  of  mentions  may  exceed  12.)  The  cluster  dealing  with  vocational 
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and  educational  objectives  receives  by  far  the  most  consistent  mention, 
and  thus  might  reasonably  be  thought  to  be  one  of  the  most  important 
reasons  for  enlistment,  at  least  within  the  samples  surveyed  in  these 
studies.  This  conclusion  is  strengthened  by  examination  of  the  ranks 
which  fall  within  this  cluster.  Education  and  Training  (within  the 
service)  receives  first  or  second  mention  in  a substantial  number  of 
cases.  Further,  several  of  the  studies  cited  also  used  the  "cluster 
of  reasons"  approach,  yielding  this  cluster  as  a major  set  of  reasons 
for  enlistment.  It  thus  can  be  concluded  that  one  very  major  reason 
for  enlistment  is  that  the  recruit  believes  that  the  Navy  will  provide 
an  opportunity  for  him  to  obtain  education  and  training  that  will  be  of 
vocational  value  to  him.  A smaller  number  clearly  plan  to  leave  the  ser- 
vice after  an  initial  enlistment,  to  take  advantage  of  educational  opportu- 
nities which  they  will  have  earned  by  means  of  that  enlistment. 

It  is  difficult  to  identify  a second  major  cluster  that  follows 
even  reasonably  close  in  importance  to  the  first.  In  a substantial  num- 
ber ot  studies,  the  third  cluster  which  deals  with  individual  development 
ranks  near  the  top.  As  the  table  shows,  some  studies  list  travel,  excite- 
ment, and  new  experience  as  one  single  reason.  In  other  studies,  these 
are  listed  separately.  Considering  the  relative  frequency  of  mention, 
this  might  be  thought  to  be  at  least  a strong  contender  for  second  in 
importance. 

However,  at  least  two  other  clusters  are  contenders  for  second  in 
importance.  They  are  the  second  and  fourth  clusters,  which  deal,  respec- 
tively, with  service  choice  (or  fate  control  in  general)  and  the  material 
benefits  of  military  life. 
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One  such  kind  of  conclusion  which  appears  to  emerge  from  examining 
Table  1 is  that  it  may  possibly  be  that  different  types  of  persons  are 
responding  to  the  different  clusters  of  reasons.  That  is,  one  possible 
way  of  interpreting  this  table  is  that  each  person  has  several  possible 
reasons  for  enlisting,  some  of  which  are  more  important  than  others. 

On  the  other  hand,  it  is  also  possible  to  interpret  the  table  as  reflect- 
ing the  primary  reasons  for  joining  of  different  types  of  recruits,  types 
which  may  differ  very  substantially  from  one  another  and  which  may  re- 
quire different  training  management  approaches  in  order  for  their  optimum 
potential  to  be  realized  by  the  Navy.  Support  for  the  concept  that  dif- 
ferent types  of  individuals  are  being  revealed  comes  from  a study  by 
Soboda  gt  al.  (1973),  which  is  included  in  the  table.  Soboda  first  classi- 
fied her  sample  into  two  subsamples,  based  on  their  expression  of  interest 
or  disinterest  in  the  Navy.  What  she  found  was  that  the  two  subsamples  were 
looking  at  somewhat  different  goals  to  be  achieved  through  Naval  service. 

One  was  more  concerned  with  freedom  and  life  style,  while  the  other  appeared 
to  be  more  concerned  with  security.  Nealey  (1972),  in  a complex  analysis 
of  Navymen  serving  in  the  fleet,  identified  three  clusters  of  individuals* 
For  one  cluster,  which  constituted  one-third  of  his  sample,  pay  was  highly 
important  and  other  factors  much  less  so.  Another  cluster,  of  almost  45%, 
consisted  of  Navymen  who  assigned  relatively  even  important  weights  across 

the  factors  surveyed,  but  with  slightly  elevated  weights  for  supervision 
and  slightly  low  ones  for  pay.  A third  cluster,  relatively  small,  rated 
work  and  co-workers  as  most  important.,  and  rated  both  pay  and  supervision 
relatively  lower. 
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While  these  two  studies  do  not  in  themselves  prove  the  existence 
of  discrete  types  of  individuals  among  Navy  recruits,  they  are  at  least 
suggestive.  Further,  the  analyses  to  which  the  present  data  were  sub- 
jected clearly  suggest  the  presence  of  such  clusters  of  individuals,  who 
may  well  be  basically  different  from  one  another,  both  in  terms  of  what 
they  look  for  in  life,  and  how  they  react  to  their  training  experiences. 

An  additional  conclusion  drawn  from  analysis  of  the  studies  sur- 
veyed for  this  section  is  that  career  motivation  is  not  a well  organized 
and  stable  thing  at  the  age  level  of  the  average  recruit.  This  appeared 
clearly  to  be  the  case  in  the  study  reported  by  Glickman  and  Learner  (1959) 
and  was  reemphasized  in  a later  and  considerably  more  elaborate  study 
(Glickman,  Goodstadt,  Korman,  and  Romanczuk,  1973).  The  same  point  was 
made  by  Marconi  (1974),  who  studied  the  employment  patterns  of  youth. 

Key  points  made  in  that  study  were  that  the  occupational  aspirations  among 
young  people  (goal-directed  attitudes)  are  unstable,  and  many  young  people 
take  the  course  of  least  resistance  into  whatever  slots  the  economy  makes 
available.  It  would  seem  reasonable  that  at  least  some  of  these  youth 
also  find  their  way  into  the  Navy.  Clearly,  training  management  concepts 
applied  to  the  highly  goal-directed  young  man  who  is  seeking  vocational 
training  would  not  have  the  same  impact  on  the  relatively  goalless  young 
person  referenced  by  Marconi. 

Yet  a fourth  major  kind  of  finding  in  the  studies  surveyed  is  that 
there  is  an  interaction  between  the  primary  motivators  discussed  in  Table 
1 and  education.  This  is  perhaps  most  clearly  demonstrated  by  Fisher's 
study  (1973)  and  by  two  separate  studies  in  which  Glickman  is  the  senior 
author  (Glickman,  Goodstudt  at  al.,  1973,  and  Glickman,  Korman  at  aZ.,  1973). 
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Fisher's  study  reported  analyses  of  the  Gilbert  Youth  Survey  data,  and 
thus  are  findings  based  on  high  school  students  who  might  or  might  not 
potentially  enlist  in  the  Navy.  There  were  clear  indications  in  his 
data  that  older  youths  and  youths  with  more  education  showed  lower  in- 
clination to  enlist.  High  school  students  were  most  likely  to  be  favor- 
able toward  enlistment,  and  blacks  more  favorable  than  whites.  The  same 
general  kinds  of  findings  were  obtained  in  the  two  studies  authored  by 
Glickman  and  his  co-workers.  However,  all  three  studies  reported  yet 
another  finding  with  regard  to  economic  incentives.  Perhaps  as  might  have 
been  expected,  educational  and  vocational  objectives  were  relatively  less 
important  for  sample  members  of  relatively  lower  education  and  lower  socio- 
economic status.  By  the  same  token,  for  these  sample  members,  bonuses 
and  financial  incentives  stood  relatively  higher  as  potent  incentives. 

Finally,  several  studies  have  questioned  sample  members  as  to  the 
primary  benefits  they  see  obtaining  from  Naval  service,  as  opposed  to 
a civilian  job.  One  of  the  most  typical  of  these  is  the  study  of  Johnston 
and  Bachman  (1970).  Characteristically,  lower  ranking  enlisted  men  see 
the  main  advantages  of  Navy  life  as  tangible  and  financial,  factors  that 
Herzberg  et  at.  (1959)  called  hygiene  factors.  In  contrast,  the  main 
advantages  seen  for  civilian  jobs  are  frequently  what  Herzberg  classified 
as  motivators.  This  is  a particularly  important  kind  of  finding,  because 
it  relates  to  other  studies  which  will  be  cited  in  the  Discussion  Section 
of  the  report,  pertaining  to  Navy  climate  and  values.  Several  authors 
have  made  rather  searching  comments  about  military  service  in  general, 
from  the  point  of  view  of  the  extent  to  which  it  challenges  the  lower 
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ranking  enlisted  man  toward  high  achievement.  As  will  be  seen  in  the 


Discussion  Section,  this  is  not  a condemnation  of  military  values 


but  rather  a mature  reflection  of  the  conflict  that  exists  between 


motivational  treatments  required  to  produce  a self-initiating  and  techno 


logically  competent  lower  ranking  enlisted  man,  but  yet  one  who  is  dis 


ciplined  to  immediate  response  when  conditions,  e.g.,  combat,  require 


It  can  be  said  at  the  outset  that  training  treatments  which  produce  the 


one  by  and  large  are  suppressive  of  the  other.  (Moskos  f 1974)  makes 


precisely  this  same  comment.  Examination  of  the  results  of  the  analysis 


performed  in  the  present  study,  together  with  the  additional  references 


to  be  cited  in  the  Discussion  Section,  will  permit  the  development  of 


constructive  recommendations  for  training  management  practices.) 


METHODOLOGY 


QUESTIONNAIRE  DEVELOPMENT 

As  was  noted  in  the  Introduction,  Lne  purpose  of  the  present  re- 
search was  to  compare  the  7.G  week  Recruit  Training  Program  with  the 
9.0  Program  by  assessing  the  attitudes  of  recruits  near  their  gradua- 
tion from  Recruit  Training.  Accordingly,  a questionnaire  instrument 
was  developed  by  Dr.  Norman  J.  Kerr  and  his  staff  at  the  Naval  Technical 
Training  Center,  to  serve  as  the  primary  criterion  in  this  area.  The 
primary  complaint  from  the  fleet  and  other  users  of  Naval  Recruit  Training 
output  had  been  that  the  new  recruit  had  not  effectively  made  the  transi- 
tion from  civilian  to  military  life.  It  was  felt  that  he  lacked  self- 
discipline,  and  generally  did  not  behave  in  a military  manner.  Recruits 
had  complained,  further,  that  they  had  not  been  given  a real  idea  of 
what  Navy  life  is  really  like. 

The  questionnaire  consequently  was  structured  around  five  specific 
areas,  to  assess  those  general  areas  just  described: 

Area  I - Persona 1 History  and  Background . 

Items  in  this  section  request  demographic  data  such 
as  the  nature  of  the  respondent's  obligation,  ethnic 
group,  geographical  area  of  origin,  education,  age, 
and  type  of  duty  assignment  to  which  next  assigned. 

Area  II  - Attitude  Toward  Recruit  Training  Specifics,  and 
Toward  the  Navy  in  General. 

Specifics  pertaining  to  Recruit  Training  consist  of 

Items  covering  haircut,  physical  training,  fairness  of 
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treatment,  and  reactions  toward  the  physical  con- 
ditions under  which  he  trains,  among  other  aspects. 

General  items  pertain  to  superior  officers,  Navy 
in  general,  and  motivation. 

Area  til  - Self-Discipline. 

A number  of  items  assess  the  recruit's  self  reports 
of  conforming  to  expected  performance  standards, 
promptness,  observation  of  military  standards  of 
dress,  personal  appearance,  conduct,  etc. 

Area  IV  - Esprit  De  Corps . 

Several  items  in  this  area  assess  recruit  attitudes 
signifying  personal  identification  with  the  Navy,  his 
feeling  of  being  "part  of  the  team,"  attitudes  of  co- 
operation with  peers  and  superiors,  and  confidence  in 
superiors. 

Area  V - Navy  Life. 

Several  items  in  this  area  assess  recruit  concepts  of 
Navy  life,  and  also  recruit  attitudes  toward  several 
aspects  of  Navy  life  as  compared  with  civilian  life. 

The  items  which  constituted  these  categories  were  in  part  drawn  from 
pieviously  administered  questionnaires  and  in  part  were  original  items 
developr  ’ for  the  specific  purposes  of  this  project.  Except  for  demo- 
graphic items,  most  response  scales  were  of  a Likert  type.  (Tue  entire 
questionnaire  is  reproduced  in  Appendix  A.) 
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ADMINISTRATION 

Data  were  collected  from  Naval  Recruit  Training  Centers  (RTCs) 
at  three  locations,  at  three  different  times.  The  locations  were  the 
San  Diego  RTC,  the  Great  Lakes  RTC,  and  the  Orlando  RTC,  where  both 
males  and  females  were  tested.  Times  of  administration  were  approxi- 
mately September  1973,  July-August  1974,  and  September-October  1974. 

Sample  sizes  are  shown,  together  with  the  distribution  across  different 
locations,  in  Table  2.  As  the  table  shows,  the  first  sample  consisted 
of  somewhat  more  than  4,500,  the  second  of  slightly  more  than  7,800, 
and  the  third  of  somewhat  more  than  2,700.  The  numbers  of  cases  drawn 
from  each  of  the  three  locations  were  not  equal,  and  did  not  need  to  be 
equal  for  the  analyses  performed.  Questionnaires  were  administered  by 
Naval  pci sonne 1 , under  the  direction  of  the  Naval  Technical  Training  Center 
(NTTC).  Completed  questionnaire  results  were  furnished  llumRRO  by  NTTC  in 
two  different  forms.  From  Administration  One,  both  optical  scan  sheets 
and  IBM  cards  punched  from  them  were  provided.  (Cross  comparisons  showed 
a very  low  error  rate  in  the  IBM  punched  cards,  so  these  were  used.)  For 
second  and  third  administrations,  optical  scan  sheets  alone  were  provided. 
IBM  cards  were  punched  from  the  optical  scan  sheets  using  a reader  for 
the  second  administration.  The  overall  error  rate  was  higher  for  this 
run  and  problems  were  found  with  the  reliability  of  the  optical  reader 
which  delayed  the  completion  of  card  punching.  Accordingly,  the  optical 
scan  sheets  from  the  third  administration  — particularly  because  of  their 
smaller  number  — were  punched  and  verified  manually,  to  assure  a vir- 
tually zero  error  rate. 
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Table  2 


Distribution  of  Sample  on  Administrations 
One,  Two,  and  Three 


RTC 

Time  One 

Time  Two 

Time  Three 

San  Diego 

1335 

2514 

967 

Great  Lakes 

1453 

2586 

857 

Orlando  (Males) 

1248 

1403 

678 

Orlando  (Females) 

512 

1348 

264 

Total 

4548 

7851 

2766 

The  rationale  for  the  three  administrations  is  as  follows.  The 
first  administration  data  were  obtained  from  among  tin?  last  roe r nil 
groups  to  receive  the  shorter  KTC  of  7.6  weeks.  The  data  from  the 
second  administration  were  obtained  from  recruits  who  had  experienced 
the  longer  nine-week  training  course,  but  after  a sufficient  time  for 
training  center  cadre  to  "shake  down"  the  longer  course.  However,  it  was 
thought  possible  that  the  samples,  drawn  at  different  times  during  the 
year,  might  not  be  comparable.  Consequently,  data  at  the  third  adminis- 
tration were  drawn  from  recruits  who  had  undergone  nine  weeks  of  RTC, 
but  who  had  entered  the  Navy  at  approximately  the  same  time  in  1974  as 
recruits  in  the  first  sample  had  entered  in  1973.  It  was  felt  this 
would  make  for  greater  comparability  between  the  samples  with  regard 
to  such  variables  as  education,  reason  for  enlisting,  and  so  on. 

ANALYSIS 

A variety  of  analyses  were  performed  on  the  data.  An  Interim 
Report  (Jacobs,  1974)  was  written,  in  which  the  results  of  analyses 
of  variance  across  locations  and  t-tests  between  Times  One  and  Two  were 
provided  NTTC.  The  report  described  a number  of  differences  that 
appeared  in  the  data  between  Recruit  Training  Centers,  and  between  times 
of  administration.  For  purposes  of  the  present  report,  similar  analyses 
have  been  done  between  Times  One  and  Three.  In  addition,  more  substan- 
tive analyses  were  performed,  of  the  following  type. 

a.  Because  review  of  literature  on  enlistment  motivation 
had  led  to  the  conclusion  that  input  to  Navy  RTCs  might  consist  of 
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different  "streams"  of  recruits,  an  AID  (Automatic  Interaction  Detection) 
analysis  (Sonquist  and  Morgan,  1964;  Sonquist,  1970)  was  conducted  of 
the  data  from  Administrations  One  and  Two  in  combination.  This  analysis 
not  only  permitted  the  identification  of  different  subgroups  within  the 
totai  sample,  based  on  response  to  various  questions,  but  also  permitted 
a powerful  test  of  the  extent  to  which  time  of  administration  influenced 
overall  attitudes  toward  the  Navy,  and  career  intentions. 

b.  Factor  Analysis  of  Item  Content.  Factor  analyses  were 
conducted  on  both  the  critical  items  identified  by  the  AID  analysis 
from  Administrations  One  arid  Two  and  aiso  the  total  items  set  from  the 
third  administration. 

c.  Stepwise  Multiple  Correlation.  Both  a stepwise  multiple 
correlation  and  a conventional  multiple  correlation  were  performed  with 
the  critical  items  identified  using  the  AID  analysis. 
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RESULTS 


DEMOGRAPHIC  DATA 


Demographic  data  from  the  three  administrations  are  shown  in  Table 
3.  From  this  table,  it  can  be  seen  that  there  are  not  only  differences 
on  the  variables  shown  from  one  RTC  to  another  (Times  One  and  Three), 
but  also  major  changes  in  total  sample  composition  across  the  three  time 
periods.  This  confirms  the  rationale  advanced  earlier  for  collecting 
the  third  administration  data,  in  that  Samples  One  and  Three  are  seen 
to  b«M£iiaaiderably  more  similar  than  either  in  relation  to  Sample  Two. 

Differences  between  Sample  Two  and  data  obtained  from  the  other  two 
administrations  might  well  be  discussed  first.  Sample  Two  differs  from 
the  other  two  samples  primarily  on  Age  and  Education.  Considerably 
fewer  members  of  Sample  Two  had  a high  school  diploma,  and  their  age 

\ 

distribution  was  substantially  different,  as  well.  While  other  differ- 
ences are  apparent  from  examination  of  the  table,  these  are  the  two  major 
differences. 

Differences  also  exist  between  Samples  One  and  Three.  Those  differ- 
ences described  in  the  preceding  paragraph,  characterizing  Sample  Two, 
can  probably  be  ascribed  to  gross  sample  characteristics  attributable 
to  time  of  entry  into  the  service,  with  relation  to  the  regular  high 
school  year.  In  contrast,  those  differences  between  Samples  One  and 
Three  probably  can  be  ascribed  only  to  differences  originating  in  the 
economy,  cultural  influences,  and  so  on. 

With  this,  it  is  clear  from  examination  of  Table  3 that  the 
average  age  in  Sample  Three  is  higher  than  in  Sample  One,  with  the 
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major  decreases  occurring  among  17  and  18  year  olds,  and  the  major 
increase  among  19  year  olds.  Again,  this  suggests  a possible  reflec- 
tion of  general  economic  conditions,  perhaps  with  more  stringent  selec- 
tion factors  associated.  There  has  also  been  a sharp  drop  in  the 
relative  proportion  of  whites  in  Sample  Three,  compared  to  Sample  One. 

There  is  a related  increase  in  the  number  of  non-whites,  particularly 
blacks . 

Sectional  representation  has  not  changed  much,  except  that  there 
are  fewer  Middle  Atlantic  and  more  Pacific  originations  in  the  sample 
as  a whole.  There  has  been  a change  in  the  flow  of  acquisitions  from 
various  regions  to  the  various  training  centers,  however.  The  increase 
in  Pacific  originations  apparently  has  tended  to  fill  the  San  Diego  RTC, 
with  the  result  that  there  has  been  a sharp  drop  in  North  Central  origina- 
tions going  to  San  Diego.  These  are  going  instead  to  Orlando.  By  the 
same  token,  there  has  been  a sharp  increase  in  South  Central  acquisitions 
going  to  .Ireat  Lakes,  and  a corresponding  reduction  of  these  persons  going 
to  Orlando.  These  changes  in  region  of  origin  at  the  various  RTCs  will 
obviously  change  the  responses  of  personnel  by  location,  when  taken  on 
the  whole.  This  accordingly  would  show  changes  between  times  of  adminis- 
tration among  the  RTCs,  or  differences  between  their  relative  standings 
from  the  time  of  the  first  administration.  By  the  same  token,  however, 
the  knowledge  that  such  differences  can  be  attributed  to  different  points 
of  origin  for  recruits  going  to  them  would  make  such  differences  largely 
meaningless . 

With  regard  to  education,  there  has  been  an  overall  drop  in  educa- 
tional quality  over  the  year  separating  the  first  and  third  adminst rat  ions . 
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This  drop  In  educational  quality  1 


surprising,  in  view  of  economic 


conditions.  (However,  the  impact  of  the  economy  on  acquisitions  appears 


to  be  felt  most  strongly  only  after  unemployment  goes  beyond  approxi 


mately  f»X.  It  had  not  yet  done  so  at  the  time  the  recruits  in  Sample 


Three  entered  service,  which  may  account  for  present  findings.  One 


would  expect  that  recruit  samples  drawn  from  time  periods  reflecting 


later  entry  on  active  dnty  would  reflect  also  greater  selectivity  by 


recruiters.)  Examination  of  educational  quality  from  location  to  loca 


tion  shows  that  the  drop  is  less  substantial  at  San  Diego  than  at  the 


other  locations,  but  was  particularly  sharp  at  Great  Lakes  and  at  Orlando 


tor  men.  At  Great  Lakes,  there  was  a 6%  Increase  in  non-high  school 


graduates,  and  a corresponding  decrease  in  high  school  graduates  and  GED 


qualifications.  (As  subsequent  studies,  to  be  cited  in  the  Discussion 


Section,  will  show,  non-high  school  graduates  pose  a substantial  problem 


both  for  discipline  and  achievement.  Because  the  change  in  quality  of 


recruit,  as  measured  by  education,  has  changed  in  uneven  ways  from  one 


location  to  another,  there  are  yet  additional  reasons  for  exercising 


caution  in  the  interpretation  of  RTC-to-RTC  differences  which  may  be 


presented  later  in  this  Results  Section.) 


Table  4 shows  Reasons  for  Enlisting  From  Time  One  to  Time  Three 


is  well  as  by  location.  As  can  be  seen,  reasons  for  enlisting  — overall 


are  remarkably  similar  from  one  time  to  another.  There  are  some 


differences  from  RTC  to  RTC.  For  example,  responses  noted  among  re 


fruits  at  San  Diego  are  inconsistent.  There  is  a strong  drop  in  desire 


for  Navy  career,  but  an  increase  in  "Navy  Job  better  than  civilian 


Summary  of  CROSSTABS  Percentages: 
Reasons  for  Enlisting 


of  Above 


general,  respondents  at  the  other  three  locations  showed  an  increase 
in  a desire  for  Navy  career,  and  a decrease  in  desire  for  technical 
training.  However,  the  differences  in  geographical  point  of  origin 
discussed  above  could  well  have  mediated  these  differences  in  pattern 
of  response  from  one  location  to  another.  Thus,  thev  should  be  inter- 
preted with  extreme  caution. 

QUESTIONNAIRE  ANALYSES 

Three  major  analyses  were  run  on  the  questionnaire  itself.  Two  of  these 
involved  an  analysis  of  data  from  Time  One  and  Time  Two  alone.  The  third  in- 
volved analysis  of  data  from  the  third  sample,  and  from  that  sample  in  rela- 
tion to  Sample  One.  Mean  Responses  for  all  items  for  each  administration  and 
each  RTC  location  are  listed  in  Appendix  B. 

Analyses  of  Data  from  First  and  Second  Samples 

Because  of  time  constraints  in  the  scheduling  of  the  project,  it 
was  decided  to  conduct  the  major  analyses  on  the  data  from  the  first 
two  administrations,  and  then  to  confirm  these  analyses  using  the  data 
from  the  third  administration.  (It  was  assumed  that  adequate  statis- 
tical controls  could  be  imposed  to  eliminate  sampling  differences  as 
a source  of  major  variation  pertaining  to  the  questions  of  primary 
importance.)  It  will  be  recalled  that  the  central  question  underlying 
the  analyses  was  the  extent  to  which  extending  RTC  training  from  7.6 
to  9.0  weeks  would  influence  attitudes  and  performance  as  a Navyman. 
Secondary  questions  pertained  to  differences  between  RTCs  on  the  vari- 
ables assessed  by  the  questionnaire.  The  first  major  analysis  of  the 
questionnaire  data  was  an  AID  (Automatic  Interaction  Detection)  analysis  . 


Li 


Because  of  limitations  in  the  number  of  variables  that  can  be  entered 


at  any  one  time,  the  questionnaire  variables  were  divided  into  three 
subsets.  AID  was  run  on  these  three  subsets  Initially,  and  then  the 
variables  identified  in  these  separate  runs  were  entered  into  a final 
run.  The  result  was  21  predictor  variables,  which  included  the  five 
demographic  variables,  time  of  administration,  and  location.  (The 
complete  set  of  variables  is  shown  in  Table  5.) 

Before  the  terminal  AID  run  was  accomplished,  substantial 
preliminary  work  was  done.  First,  a substantial  amount  of  work  was 
done  with  demographic  variables,  because  <t  was  thought  that  these 
might  exert  a strong  effect  on  the  analys  s.  Two  separate  criterion 
variables  were  used.  The  first  of  tlKse  one  questionnaire  item 
which  asked  respondents  how  well  they  liked  the  Navy  thus  far  (Ques- 
tionnaire Item  59) . The  second  criterion  variable  was  a combination 
of  Questionnaire  Items  89  and  90,  which  assess  respondents'  expressed 
intentions  toward  the  Navv  as  a career.  (Both  Proctor  (1963)  and 
Fredricks  (1973)  present  data  showing  that  answers  to  such  questions 
are  reasonably  predictive  of  later  actions.)  Of  these  two,  the  first 
was  used  in  most  of  the  work,  because  it  appeared  to  be  a more  immedi- 
ate criterion  and  perhaps  more  reliable  than  the  second. 

In  AID  analyses  not  shown  in  this  section,  substantial  work  was 
done  to  try  to  "force"  splits  in  the  AID  analysis  on  the  demographic 
variables  and/or  time  of  administration  and/or  location.  In  general, 
splits  occurred  on  Reason  for  Joining  Navy  and  on  Location,  but  not 
on  the  other  variables.  As  will  be  seen  in  the  subsequent  analyses, 
the  splits  on  Reason  for  .loining  are  meaningful.  The  split  on  Location 
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Table  5 

Variables  Included  In  Terminal  AID  Analysis 


Reason  Codes 
Race 

Geographical  Origin 
Education 
Location  Code 
Questionnaire  Variables 

11.  What  do  you  think  of  your  next  duty  assignment? 


12. 


Do  you  feel  that  the  training  you  received  in  boot  camp 
will  help  you  in  your  next  duty  assignment? 


14. 

21. 


How  do  you  feel  you  were  treated  during  the  first  few  days 
in  boot  camp  before  your  company  was  formed? 


How  do  you  feel  about  the  haircut  you  were  given  in  boot 
training? 


25. 


How  much  of  a feeling  did  you  get  that  you  were  part  of 
a company  while  in  boot  training? 


30. 

32. 

51. 

58. 


How  did  you  feel  about  having  to  run  from  one  activity  to 
the  next  activity  while  in  boot  training? 


How  did  you  feel  about  being  tested  each  week  to  find  out 
how  much  you  had  learned? 


How  much  of  a chance  did  you  get  to  talk  things  over  with 
those  above  you  while  in  boot  training? 


Did  you  feel  that  those  who  trained  you  set  a good  example 
for  recruits  to  follow? 


59. 

60. 


How  much  do  you  like  Navy  life  in  general  so  far? 


Where  do  you  think  you  get  more  technical  training  - in 
the  Navy  or  in  civilian  life? 


64. 

66. 


Where  do  you  think  you  are  more  likely  to  do  the  kind  of 
work  you  like  best  - in  the  Navy  or  in  civilian  life? 


Where  do  you  think  you  can  get  fairer  treatment  - in  the 
Navy  or  in  civilian  life? 


80. 


I find  it  hard  to  take  orders  from  other  people. 
Variable  98  - Time  of  Administration 
Age 


I 


^Reason  Code;  1 = Career .Military  Life;  2 ■ Serve  Country,  Better  Job; 
3 = Travel,  Technical  Training,  Be  More  on  Own,  Needed  Time,  Later 
Educational  Benefits;  4 = Needed  Job;  0 = Other. 
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typically  separates  males  In  all  locations  from  females  at  Orlando 
In  general,  time  of  administration  consistently  failed  to  produce 
splits  in  the  AID  analysis.  Conclusions  from  this  analysis  are  that 
recruits  differ  in  their  general  reaction  to  the  Navy  and  in  their 
career  intentions  not  by  virtue  of  the  demographic  variables,  or  by 
virtue  of  any  kinds  of  different  experience  they  might  have  had  from 
one  location  to  another,  or  by  virtue  of  differences  attributable 
solely  to  length  of  initial  training  experience.  The  attitudes  of 
recruits  toward  RTC  and  toward  the  Navy  in  general  do  appear  to  be 
governed  very  substantially  bv  reason  for  joining. 

Substantial  work  was  also  done  to  develop  categories  of  reasons 
for  joining  to  reduce  the  number  of  reasons  in  the  initial  question- 
naire to  a more  manageable  number.  AID  runs  led  to  the  reason  codes 
shown  in  Table  5 as  a footnote. 

Figure  1 shows  one  of  the  several  terminal  AID  analyses  which 
were  run  with  the  entire  variable  set.  (Virtually  identical  results 
were  obtained  in  each  of  the  several  terminal  runs  made.  Consequently, 
not  all  of  the  terminal  runs  are  included  in  this  report.) 

As  the  figure  shows,  the  sample  split  first  on  Question  64,  which  asks 
for  a comparison  of  the  Navv  and  civilian  life  as  to  where  one  can 
find  the  kind  of  work  one  likes  best.  The  next  split  occurred  on 
reason  for  joining  Navy.  Successive  splits  then  occurred  on  opinion 
of  next  duty  assignment,  opinion  as  to  whether  boot  training  will  help, 
the  question  of  where  one  can  find  fairer  treatment,  the  question  of 
how  hard  it  is  to  take  orders  from  other  people,  and  the  question  of  how 
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veil  the  recruit  was  treated  during  the  first  few  days  in  boot.  Ter- 
minal groups  are  shown  in  detail  in  Table  6 because  of  their  signifi- 
cance both  for  training  management  and  for  validation  of  the  notion 
that  recruits  are  a mix  of  different  streams  of  input  into  the  Navy, 
which  probably  need  to  be  treated  differently  during  initial  training. 

The  largest  single  group  of  the  nine  shown  in  Table  6,  and  the 
one  with  most  favorable  attitudes  toward  their  experience  thus  far,  is 
Group  A.  Their  attitudes  toward  the  Navy  are,  on  the  average,  extremely 
favorable.  They  are  characterized,  as  might  be  expected,  by  a feeling 
that  the  Navy  offers  them  the  opportunity  for  doing  the  kind  of  work 
they  like  best  (or  at  least  as  good  as  civilian  life)  and  they  joined 
the  Navy  either  because  they  wanted  a career  or  had  judged  that  the 
Navy  job  is  better.  Thus,  this  group  is  characterized  by  a very  favor- 
able orientation  toward  the  Navy,  and  essentially  patriotic  or  Navv- 
oriented  reasons  for  being  in.  The  next  most  favorable  group,  which 
constitutes  about  one-seventh  of  recruits  in  this  AID  run,  joined  the 
Navy  for  other  reasons,  which  might  be  classified  as  instrumental,  i.e., 
where  Navy  life  or  career  is  not  a goal  in  itself,  but  is  judged  a 
vehicle  for  achieving  other  goals.  Regardless  of  reason  for  joining, 
if  the  recruit  thinks  very  highly  of  his  next  duty  assignment,  and  that 
boot  training  will  help  him  there,  his  attitude  toward  his  Naval  experi- 
ences thus  far  is  likely  to  be  quite  high,  as  Group  B shows. 

The  third  most  favorable  group  is  similar  to  Group  B,  except  that 
the  next  duty  assignment  is  regarded  less  favorably.  However,  if  the 
individual  think*  he  gets  fair  treatment,  his  attitudes  are  still  quite 
lavorable.  This  group  consituted  about  one-fifth  of  the  total  sample. 
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Tab le  6 

Characteristics  of  Recruits  in  Terminal  AID  Groups 

GROUP  A MEAN  ON  Q 59^  = .52  26%  OF  TOTAL 

Where  kind  of  work  like  best?  (Navy,  Both  Same) 

Reason  for  joining?  (Wanted  Career,  Liked  Military  Life,  Wanted 

to  Serve  Country,  Navy  Job  is  Better) 

GROUP  B MEAN  ON  Q 59  = .56  14%  OF  TOTAL 

Where  kind  of  work  like  best?  (Navy,  Both  Same) 

Why  join  Navy?  (All  Other  Reasons  (Instrumental)) 

What  think  of  next  duty  assignment?  (Like  Very  Much) 

Will  Boot  Training  Help?  (Yes) 

GROUP  D MEAN  ON  Q 59  = .94  21%  OF  TOTAL 

Where  kind  of  work  like  best?  (Navy,  Both  Same) 

Reason  for  joining?  (Instrumental) 

What  think  of  next  duty  assignment?  (All  answers  other  than  most 

favorable) 

Where  get  fairer  treatment?  (Navy,  Both  Same) 

GROUP  F MEAN  ON  Q 59  = 1.02  8%  OF  TOTAL 

Where  kind  of  work  like  best?  (Civilian,  Haven't  Thought) 

Where  get  fairer  treatment?  (Navy,  Omitted) 

GROUP  C MEAN  ON  Q 59  = 1.07  3%  OF  TOTAL 

Where  kind  of  work  like  best?  (Navy,  Both  Same) 

Reason  for  joining?  (Instrumental) 

What  think  of  next  duty  assignment?  (Like  "ery  Much) 

Will  Boot  Training  help?  (Not  Sure,  No) 

GROUP  E MEAN  ON  Q 59  = 1.33  8%  OF  TOTAL 

Where  kind  of  work  like  best?  (Navy,  Botli  Same) 

Reason  for  joining?  (Instrumental) 

What  think  of  next  duty  assignment?  (All  answers  other  than  most 

favorable) 

Where  get  fairer  treatment?  (Civilian,  Haven't  Thought) 

(Continued) 

aQ  59:  How  much  do  you  like  Navy  life  in  general  so  far? 

(A.  Like  it  a lot;  B.  Like  it  a little;  C.  Not  sure;  D.  Dislike  it 
a little;  E.  Dislike  it  a lot) 
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GROUP  G 


Table  6 (Continued) 


MR AN  ON  Q 59 


12%  OF  TOTAL 


Where  kind  of  work  like  best?  (Civilian,  Haven't  Thought) 
Where  get  fairer  treatment?  (Civilian,  Haven't  Thought) 
Hard  to  take  orders  from  other  people?  (Not  True  of  Me, 

Omitted) 

How  treated  during  first  few  days?  (Omitted,  Very  Well, 

All  Right) 


GROUP  H 


MEAN  ON  Q 59  = 1.75 


5%  OF  TOTAL 


Where  kind  of  work  like  best?  (Civilian,  Haven't  Thought) 
Where  get  fairer  treatment?  (Civilian,  Haven't  Thought) 
Hard  to  take  orders  from  other  people?  (Not  True  of  Me, 

Omit  ted) 

How  treated  during  first  few  days?  (Pretty  Badly) 


GROUP  l 


MEAN  ON  Q 59  =2.13 


2%  OF  TOTAL 


Where  kind  of  work  like  best?  (Civilian,  Haven't  Thought) 
Where  get  fairer  treatment?  (Civilian,  Haven't  Thought) 
Hard  to  take  orders  from  other  people?  (Not  True  of  Me, 

Omitted) 

How  treated  during  first  few  days?  (True  of  Me) 


The  fourth  group  is  relatively  small,  only  about  one-twelfth  of 
the  total  sample  in  the  AID  run.  These  individuals  appear  to  have 
lingering  regrets  about  their  decision  to  join  the  Navy,  but  have  been 
treated  fairly.  (A  contrast  is  with  Group  H,  which  is  characterized 
by  the  judgment  that  civilian  life  provides  fairer  treatment,  and 
better  treatment.) 

Group  C,  the  fifth  from  the  top  in  favorability  of  attitudes, 
is  quite  small.  Their  principal  difference  from  Group  B,  which  had 
a very  substantially  more  favorable  attitude  toward  the  Navy,  is  that 
Group  C members  are  not  sure  that  boot  training  will  help,  or  think 
it  will  not  help  in  their  next  duty  assignment.  These  probably  are 
recruits  who  have  had  an  unfavorable  experience  in  boot  training  or 
who  are  headed  for  specialized  assignments  for  which  they  judge  boot 
training  to  be  irrelevant. 

The  remaining  four  groups  have  relatively  less  favorable  attitudes 
toward  their  Naval  experience  thus  far.  Group  E appears  to  be  dis- 
tinguished by  a feeling  that  the  Navy  provides  less  fair  treatment, 
and  a lower  opinion  of  their  next  duty  assignment.  This  group  constitutes 
8%  of  the  total  sample.  It  is  tempting  to  conclude  that  these  recruits 
did  not  get  the  assignment  they  desire,  and  feel  that  they  have  been  un- 
fairly treated  as  a result. 

Group  G,  constituting  about  12%  of  the  total,  consists  of  individu- 
als who  think  more  highly  of  civilian  life  than  Navy  life,  but  concede 
that  thev  have  been  treated  either  very  well  or  all  right  during  their 

1 

first  days.  Apparently,  as  other  have  shown,  perception  of  Initial  treat- 

| I 

ment  is  very  important  in  determining  subsequent  attitudes. 
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Finally,  Groups  H and  I show  substantially  negative  attitudes  toward 
the  Navy,  though  they  constitute  only  very  small  portions  of  the  total. 
Group  H is  identical  to  Group  G,  except  that  they  feel  they  have  been 
treated  pretty  badly.  Group  1 is  characterized,  probably,  primarily  by 
a problem  in  taking  orders  from  other  people.  Fortunately,  they  con- 
stitute an  extremely  small  subgroup  of  the  total  sample. 

It  is  significant  that  the  items  characterizing  these  groups  appear 
to  form  an  approximate  set  of  dimensions  along  which  attitudes  toward 
the  Navy  can  be  placed.  Thus,  there  are  probably  four  basic  kinds  of 
individuals  in  this  total  sample: 

(1)  Individuals  for  whom  the  Navy  is  an  end  in  itself. 

(2)  Individuals  who  have  joined  the  Navy  because  they  see 
that  it  is  instrumental  to  attaining  other  goals,  but  who  are  quite 
well  pleased  with  the  kind  of  work  they  will  be  doing  in  the  Navy. 

(3)  Individuals  for  whom  the  Navy  is  not  an  end  in  itself, 
and  who  are  not  particularly  impressed  with  the  work  they  will  be 
doing,  but  who  have  been  treated  well  and  fairly  thus  far. 

(4)  Individuals  to  whom  the  Navy  is  not  an  end  in  itself, 
who  do  not  value  the  work  thev  will  be  doing,  and  who  either  feel  they 
have  not  been  treated  well  (or  fairly)  or  who  have  problems  taking 
orders. 

It  could  thus  be  concluded  that  the  nature  of  the  assignment 
an  individual  receives,  whether  it  is  the  assignment  he  enlisted  for, 
and  the  fairness  with  which  he  is  treated  during  his  RTC  training  are 
extremely  important  variables  in  the  formation  of  attitudes  toward  the 
Navy. 


36 


•T" 


Factor  Analyses 


Three  different  factor  analyses  will  be  reported  in  this  section 


Two  are  analyses  of  the  AlD-selected  predictors  from  Administrations 


One  and  Two.  The  third  is  an  analysis  of  the  same  variables  from 


Administration  Three.  All  analyses  were  principal  component  solutions 


with  varimax  rotations 


The  two  solutions  performed  on  data  from  Administrations  One  and 


Two  are  shown  in  Tables  7 and  8.  The  difference  between  the  two  is  that 


in  the  second  (Table  8)  the  two  criterion  variables  were  included,  together 


with  predictor  variables.  Their  inclusion  provided  the  opportunity  to 


determine  whether  they  would  load,  in  relation  to  other  variables,  and 


to  determine  the  Impact  of  their  addition  on  factor  structure 


Comparison  of  Tables  7 and  8 shows  that  factor  structures  were  virtu 


ally  identical,  the  basic  difference  being  the  order  of  emergence  of 


factors.  Table  8 consequently  appears  to  be  the  more  meaningful  one  to 


In  both  analyses,  seven  factors  emerged.  These  have  been  labeled 


in  Table  8 by  virtue  of  reference  to  the  items  loading  on  the  factors 


The  factors 


Factor  1 - Career  Orientation.  This  factor  is  loaded  bv 


reason  for  joining  (as  coded  in  the  last  AID  run,  which  forms  a continuum 


from  intrinsic  to  extremely  instrumental),  liking  for  next  duty  assign 


ment 


,s  about 


taking  orders  from  other  people 
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Factor  2 - Demographic  I.  This  factor  is  defined  by  age  and 
education,  which  are  moderately  correlated  and  emerge  as  a factor  apparently 
unrelated  to  career  intentions  and  reaction  to  the  Navy. 


Factor  3 - Demographic  II.  This  factor  is  defined  by  race 


geographical  origin,  and  RTC  to  which  the  individual  was  assigned.  This 


factor  is  also  quasi-artifact  in  nature,  and  is  unrelated  to  career 
orientation. 


Factor  4 - RTC  Attitude.  This  factor  is  defined  by  four  ques' 


tionnaire  variables  which  reflect  the  attitude  of  the  recruit  toward  the 


training  he  received  in  Boot,  his  belongingness  to  his  company,  his 


opportunity  to  talk  with  his  superiors,  and  the  example  set  by  trainers 


It  is  extremely  interesting  that  this  factor  is  not  also  loaded  by  one 


or  another  of  the  criterion  variables.  The  question  of  how  the  recruit 


likes  the  Navy  thus  far  (Variable  59)  loads  only  .318  on  this  factor 


though  in  the  same  direction  with  the  items  which  define  it.  The  load 


ing  of  career  intentions  is  virtually  zero 


Factor  5 - Discipline  Attitudes.  It  probably  is  necessary  to 


interpret  this  factor  with  caution  because  communication  with  some  of 


the  project  officers  suggests  that  recruits,  at  least  at  one  testing,  could 


not  respond  correctly  to  the  item  about  running  because  recruits  are  not 


required  to  run  at  that  location.  Nonetheless,  it  appears  that  these  three 


items  reflect  the  attitudes  of  the  individual  toward  the  regimentation 


aspects  of  RTC.  Significantly,  Questionnaire  Variable  59  loads  .308  on 


this  factor,  and  in  the  same  direction  as  the  items  which  define  it 


"....WKWPII-I  «.-l 


Factor  6 - Navy/Clvi llan  Balance.  This  cluster  of  three  items 
reflects  the  relative  assessment  of  Navy  and  civilian  opportunities  for 
technical  training,  the  kind  of  work  one  likes  best,  and  fairer  treatment. 

Factor  7 - Time  of  Administration.  This  factor  is  defined 
by  the  time  of  administration  almost  entirely,  and  thus  is  quasi-artif actual 
in  nature.  It  is  significant  that  neither  of  the  two  criterion  variables 
loads  on  this  factor  at  all.  This  consequently  is  an  indirect  test  of 
the  question  of  how  much  lengthening  recruit  training  has  impacted  on 
motivation  and  attitudes  toward  the  Navy. 

Table  9 shows  the  results  of  a similar  factor  analysis  based  on  the 
data  from  Administration  Three  alone.  In  contrast  to  the  factor  analyses 
shown  in  Tables  7 and  8,  the  factor  structure  shown  in  Table  9 seems 
remarkably  unstable.  Further,  examination  of  the  matrix  of  intercorrela- 
tions which  served  as  a basis  for  this  factor  analysis  shows  that  the 
correlations  are  generally  low.  The  analysis  consequently  is  not  interpreted 
in  this  section,  though  it  is  presented  for  the  reader's  inspection.  The 
only  possible  hypothesis  the  author  can  offer  as  to  the  low  intercorrelations 
and  corresponding  lack  of  trustworthiness  of  the  factor  analysis  is  that, 

_j_f  the  hypothesis  that  "streams"  of  recruits  compose  the  total  sample,  then 
differences  among  the  "streams"  may  have  been  sufficiently  large  in  this 
sample  that  the  variables  may  have  correlated  differently  from  one  stream 
to  another. 
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Analysis  of  Specific  Clusters  of  Items 

In  the  Interim  Report  which  preceded  this  final  report,  the  analysis 
included  examination  of  a number  of  separate  clusters  of  items,  which 
were  thought  potentially  to  reflect  different  issues  of  interest  for 
training  management.  The  analyses  which  have  been  reported  in  the  pre- 
ceding sections  of  the  present  report  provide  a somewhat  better  basis 
for  selecting  clusters  of  items  for  individual  examination.  These 
clusters  consequently  will  be  presented  and  discussed  in  the  remaining 
sections  of  this  part  of  the  report,  to  provide  graphic  elaboration  of 
the  results  thus  far  described. 

Based  on  the  preceding  analyses,  six  separate  clusters  of  items 
have  been  identified  for  detailed  discussion.  They  are: 

. Favorable  Orientation  Toward  Naval  Service. 

. Favorable  Impression  of  Boot  Training. 

. Rejection  of  Discipline. 

. Intrinsic/Instrumental  Motivation  for  Naval  Service. 

. Difficulties  Experienced. 

. Help  Received  During  Boot  Training. 

Table  10  presents  items  reflecting  a favorable  orientation  toward 
the  Naval  service.  This  item  cluster,  like  the  other  item  clusters 
to  be  discussed  in  this  section,  were  derived  partly  from  the  AID 
analyses,  and  partly  from  th*  factor  analysis  work  done  on  the  various 
administration  data  sets. 

Two  different  kinds  of  information  are  presented  in  Table  10  , and 
in  each  of  the  remaining  tables  in  this  section.  First,  the  table 
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Notation  p < .01  below  each  item  means  t test  was  significant  at  .01  level  (AN0VA)  across  locations, 
Time  Three. 
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presents  the  average  response  for  each  of  the  RTC  locations  from  which 
data  were  drawn,  for  each  of  the  three  administrations.  Second,  each 
table  also  presents  the  correlation,  item  by  item,  of  those  items  in  the 
table  with  the  three  items  from  the  questionnaire  that  were  taken  as 
representations  of  long-term  career  interest  in  the  Navy  and  satis- 
faction with  the  Navy  to  date.  These  two  kinds  of  data  will  permit 
assessment  not  only  of  change  from  administration  to  administration,  but 
also  the  overall  relationsip  of  the  item  set  with  generalized  attitudes 
toward  the  Navy.  With  this  introduction,  examination  of  the  items  in 
Table  10  suggests  several  conclusions.  First,  there  is  no  major  pattern 
of  either  positive  or  negative  shifts  in  attitudes  either  toward  Naval 
service  (Items  59,  89  and  90)  or  three  key  items  found  in  earlier  analy- 
ses to  be  significant  other  indicators  of  these  general  attitudes 
(Item  11  - Liking  for  Next  Duty  Assignment;  Item  80  — Ability  to  Take 
Orders  from  Others;  and  Item  31  — Following  Orders  in  Boot).  In  general, 
females  at  Orlando  have  shown  a steady  decrease  in  favorability  of  atti- 
tudes both  toward  the  Navy  as  a career,  and  specifically  toward  their 
experiences  thus  far  and  their  liking  for  next  duty  assignment.  The  oppo- 
site trend  has  been  true  for  males  at  all  three  locations,  particularly 
with  regard  to  long  term  career  intentions  for  Orlando  Males. 

The  discussion  on  changes  in  composition  of  the  "streams"  entering 
the  various  RTCs,  based  on  different  point  of  origin,  etc.,  makes  it 
obvious  that  discussion  of  administration-to-administration  differences, 
or  RTC-to-RTC  differences  is  risky.  However,  these  trends  do  appear  stable. 
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Table  11  shows  items  reflecting  the  favorability  of  recruit  impres- 
sions of  RTC  training.  The  significance  of  this  cluster  is  twofold. 

First,  the  extention  of  recruit  training  from  7.6  to  9.0  weeks  was  cal- 
culated to  produce  increased  contact  between  trainers  and  recruits,  and 
thereby  increase  recruit  identification  with  the  Navy  and  adoption  of 
Navy  values.  Second,  these  items  were  shown  in  analyses  previously  dis- 
cussed to  be  strongly  related  to  general  attitudes  toward  Naval  experience 
thus  far. 

Examination  of  the  items  shows  that  all  five  do  correlate  significantly 
with  Questionnaire  Item  59,  and  considerably  less  so  with  career  intentions. 
Examination  of  the  pattern  of  changes,  focusing  particularly  on  Time  Three 
as  opposed  to  Time  One,  shows  relatively  more  significant  differences,  in 
proportion,  than  was  found  in  the  preceding  item  cluster.  However,  five 
are  in  a favorable  direction  and  four  are  unfavorable.  Thus,  the  pattern 
of  changes  is  not  consistent. 

The  items  shown  in  Table  12  present  a very  similar  set  of  conclusions 
as  those  in  the  preceding  table.  The  pattern  of  changes  is  not  systematic 
from  time  to  time,  nor  is  it  systematic  from  location  to  location.  There 
is  a general  tendency  in  this  table  for  reactions  to  have  improved  for 
Orlando  Males  and  to  have  gotten  worse  for  Great  Lakes  Recruits  and  Orlando 
Females.  (Similar  findings  were  obtained  for  two  items  in  the  preceding 
' table  as  well.)  It  seems  reasonable  to  conclude  that  the  trend  for  Orlando 
Females,  since  it  has  been  stable  across  three  administrations,  probably 
reflects  either  changes  in  the  values  or  composition  of  incoming  recruits, 
or  changes  that  have  occurred  in  the  Recruit  Training  Center  at  Orlando. 
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Asterisks  show  significance  of  column  vs  Column  1:  * .05,  **  .01,  ***  .001. 

'Notation  p < .01  below  each  item  means  t test  was  significant  at  .01  level  (ANOVA)  across  locations. 
Time  Three. 
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Because  increases  in  favorability  and  career  attractiveness  on  the  part 


of  Males  at  Orlando  appear  also  to  be  stable  trends,  the  same  conclusion 


might  be  drawn  there,  though  in  the  opposite  direction,  with  due  atten 


tion  to  the  possibility  that  composition  changes  might  have  influenced 


these  trends.  On  the  other  hand,  the  reason  for  changes  at  Great  Lakes 


are  much  less  clearcut  because  of  the  distinct  sample  composition  dif- 
ferences  caused  by  changes  in  point  of  origin  of  many  of  the  recruits 


being  sent  there 


Table  13  presents  a different  type  of  data  for  the  four  items  shown 


there  than  has  been  presented  in  the  preceding  tables.  Each  of  these 


four  items  requests  trainees  to  indicate  a choice  between  Navy  or  civilian 
(or  both)  regarding  opportunities  described  by  the  item.  Item  means  are 


relatively  less  meaningful  for  this  kind  of  scale;  therefore,  the  table 


shows  the  percentage  selecting  each  of  the  two  key  choices  for  each  item 


Correlations  between  the  four  items  and  Items  59,  89,  and  90  are  also  shown 


Two  kinds  of  conclusions  can  be  drawn  from  this  table.  First 


opportunities  provided  by  the  Navy  with  regard  to  the  content  of  the  work 


the  opportunity  for  technical  training,  and  fair  treatment  are  more 


strongly  related  to  long-term  career  intentions  (Items  89  and  90)  than 


has  been  true  of  the  items  in  preceding  tables.  To  an  extent,  the  rela- 


tionship with  Item  59,  reflecting  how  well  the  respondent  likes  the  Navy 


thus  far,  are  less  strong.  This  is  also  reasonable.  The  table  clearly 


reflects  the  kinds  of  advantages  respondents  perceive  as  offered  to  them  by 
the  Navy.  The  opportunity  for  technical  training  and  to  do  more  important 


jobs  is  clearly  expressed.  Less  strongly  expressed,  are  the  opportunity 


to  do  the  kind  of  work  one  likes  best,  and  fair  treatment 
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opinion  strongly  favors  the  Navy  even  on  the  last  mentioned  factor. 
However,  the  much  stronger  majority  nominating  the  Navy  with  regard 
to  technical  training  and  more  important  jobs  is  a clear  index  of 
the  expectations  the  recruit  brings  with  him  into  the  Navy  and 
obviously,  what  he  therefore  hopes  to  gain  from  his  enlistment.  That 
these  expectations  are  more  highly  related  to  long  term  career  in- 
terests suggests  that  their  satisfaction  would  be  important  in  the  for- 
mation of  long-term  favorable  attitudes  toward  the  Navy. 

Examination  of  time-to-time  changes  and  location-to-location 
differences  must  be  done  with  caution  because  of  demographic  reasons 
cited  earlier.  However,  there  has  been  a consistent  trend  for  Orlando 
Males  to  be  more  favorably  disposed  toward  the  Navy,  and  at  the  same 
time  to  be  more  technically  oriented.  The  items  in  Table  13  reflect 
these  differences.  Interestingly,  Orlando  Females  are  very  nearly  as 
high  as  Orlando  Males  in  their  assessment  of  opportunities  offered  by 
the  Navy.  Overall,  there  appear  to  have  been  few  changes  over  time  on 
any  of  the  four  items. 

Table  14  presents  three  items  which  were  not  necessarily  identified 
in  the  previous  analyses  as  critical  but  which  were  thought  nonetheless 
worthy  of  noting  from  the  point  of  view  that  they  might  reflect  adjust- 
ment difficulties  in  boot  training  tor  Naval  recruits.  However,  the 
pattern  of  changes,  considered  all  three  items,  is  not  consistent.  There 
appears  to  be  a trend  for  boot  training  to  be  regarded  as  a greater 
challenge  (Item  28).  However,  the  opposite  trend  seems  to  be  occurring 
for  class  work,  at  least  at  two  locations.  Finally,  adjustment,  as 
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Table  14 


'Asterisks  show  significance  of  column  vs  Column  1:  * .05,  **  .01,  ***  .001. 

Notation  p < .01  below  each  item  means  t test  was  significant  at  .01  level  (AN0VA)  across  locations 
Time  Three. 


i 

\ 

i 


> 

j 

I 


measured  by  ability  to  get  along  with  other  recruits,  seems  to  be  slightly 
less  good  for  males  and  better  for  females.  Again,  the  lack  of  overall 
consistency  suggests  that  the  few  differences  which  have  occurred  should 
not  be  Interpreted  meaningfully. 

The  items  shown  in  Table  15  are  also  key  items,  in  that  they  should 
reflect  the  help  recruits  feel  they  have  gotten,  or  had  available  to 
them,  from  various  sources  in  boot  training.  However,  without  consider- 
ing significance,  there  are  10  changes  between  Time  One  and  Time  Three 
in  a negative  direction,  five  in  the  positive  direction,  and  one  which 
stayed  virtually  the  same.  Considering  only  significant  changes,  four 
were  negative  and  one  was  positive.  Overall,  it  would  appear  that 
lengthening  recruit  training  probably  has  not  materially  influenced  the 
help  recruits  feel  they  either  have  received  or  could  get. 

It  is  probably  not  appropriate  to  complete  discussion  of  these 
clusters  without  noting  that  there  are  highly  significant  differences 
from  one  RTC  to  another  on  almost  all  items.  These  differences  are 
noted  in  the  tables  where  they  occur.  The  differences  should,  however, 
be  interpreted  with  substantial  caution.  In  fact,  the  differences  were 
noted  only  with  hesitation  in  the  tables.  The  problem  with  inferring 
why  such  differences  exist  is  that  recruits  are  not  the  same  from  one 
RTC  to  another.  They  differ  in  career  orientation,  in  education,  in 
racial  composition,  and  probably  in  socioeconomic  status.  All  of  these 
have  been  shown  in  previous  research  to  influence  the  expectations  of 
recruits  and  their  reactions  to  their  military  experiences.  Consequently, 
it  would  be  possible  for  two  recruits  to  experience  identical  treatment 
in  an  RTC,  and  respond  to  the  questionnaire  differently  because  of 
background  differences  such  as  those  just  mentioned. 
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Table  15  (Continued) 


c 


DISCUSSION 

The  research  reported  herein  had  two  purposes.  The  first  was  to 
assess  the  impact  on  recruit  attitudes  and  values  of  the  extension  of 
recruit  training  from  7.6  to  9.0  weeks.  The  second  was  to  conduct  an 
analysis  of  recruit  responses  to  the  evaluation  questionnaire  and  offer 
recommendations  for  recruit  training  management  based  on  these  responses 
and  a review  of  the  literature  pertaining  to  recruit  attitudes,  and  effec- 
tive training  management  practices. 

IMPACT  OF  EXTENSION  OF  RECRUIT  TRAINING  TIME 

A substantial  number  of  analyses  were  reported  in  the  Results 
Section,  the  purpose  of  which  was  to  identify  an  impact,  if  one  existed, 
which  could  be  attributed  to  extending  the  length  of  recruit  training 
The  preliminary  results  reported  in  an  Interim  Report  (Jacobs,  1974) 
suggested  that  recruit  attitudes  might  possibly  have  been  favorably 
influenced.  However,  the  more  complete  data  resulting  from  the  more  ex- 
tensive analyses  discussed  in  this  report  suggests  this  may  well  not  be 
the  case.  There  appears  to  have  been  a steadily  improving  trend  in 
recruit  attitudes  toward  the  Navy.  These  attitudes  are  reflected  both 
in  response  to  two  items  assessing  long  range  career  intentions,  and 
one  item  assessing  immediate  reaction  to  the  Navy  "thus  far."  While 
this  point  was  made  in  the  Results  Section,  it  is  necessary  to  look  at 
response  distributions  to  these  three  questions  to  realize  just  how  favor- 
able these  responses  are.  Table  16,  below,  shows  these  distributions  for 
the  Third  Administration  sample.  However,  the  patterns  of  responses  to 
other  items  which  assess  reactions  toward  RTC  experiences  suggest  that 
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the  increase  in  favorability  of  attitudes  toward  Naval  service  and  toward 
a Naval  career  probably  cannot  be  attributed  to  experience  in  RTC.  Instead, 
it  is  probable  that  other  and  more  general  factors  are  responsible.  Pos- 
sible candidates  are  not  difficult  to  identify.  One  possibility  is  the 
extent  to  vMch  the  recent  unpopular  action  in  Viet  Nam  is  fading  from  public 
attention;  another  Is  the  clearly  worsening  economy,  which  in  all  likeli- 
hood will  strongly  Impact  (if  it  has  not  already)  on  the  quality  of 
applicants  from  which  the  Navy  can  choose. 

This  is  not  to  say  that  the  extension  of  recruit  training  will  not 
produce  a better  sailor  for  the  fleet.  The  additional  time  in  RTC  will 
allow  substantially  more  time  for  teaching  the  basic  skills  required  of 
every  member  of  a military  service.  This  should  not  be  questioned;  nor 
should  any  of  the  contents  of  this  report  be  taken  to  mean  that  such  a 
process  will  not  yield  a sharper  sailor  who  knows  better  what  is  expected 
of  him  and  is  better  able  to  meet  these  expectations. 

However,  the  evidence  thus  far  suggests  that  lengthened  RTC  probably 
does  not  produce  a greater  commitment  to  the  service  in  itself;  nor  does 
it  probably  produce  attitudes  more  in  conformity  with  overall  Navy  values. 
There  are  important  reasons  why  this  is  so,  and  these  will  be  discussed 
in  the  following  section. 

TRAINING  MANAGEMENT 

A number  of  the  findings  from  the  present  study  have  major  implications 
for  training  management,  not  only  in  RTC  but  also  in  other,  subsequent 
Navy  training  experiences.  Perhaps  the  most  significant  single  concept 
is  that  the  input  to  the  Recruit  Training  Center  consists  of  discrete,  rela- 
tively easily  distinguishable  "streams"  of  young  men,  whose  needs,  backgrounds 
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and  expectations  are  different.  For  more  than  a decade,  HumRRO  and 
other  training  developers  have  advocated  recognition  of  Individual 
aptitude  differences  among  trainees,  and  that  these  differences  be 
taken  Into  account  In  the  design  of  skill  training.  As  early  as  1960, 
Williams  (1962)  recommended  the  establishment  of  separate  programs  to 
capitalize  on  the  aptitudes  of  more  capable  trainees.  More  recently, 
Caylor  and  McFann  (1968)  and  Fox,  Taylor  and  Caylor  (1969)  studied 
individual  differences  In  aptitude  in  comparison  with  the  different 
requirements  of  various  learning  tasks  and  recommended  Individualized 
training  of  a self-paced  nature  so  that  different  trainees  all  can 
learn  to  the  same  ultimate  performance  criterion. 

It  is  reasonable  to  reconmend  that  individual  motivational  dif- 
ferences also  be  taken  into  account  and  that  training  management  prac- 
tices deal  as  explicitly  with  these  differences  as  with  aptitude  dif- 
ferences. 

At  the  risk  of  oversimplifying  findings  presented  earlier,  there 
are  at  least  four  different  streams  of  recruits.  One  is  a stream  of 
young  men  who  are  extremely  favorably  disposed  toward  a Navy  career 
already.  The  second  is  an  instrumental-oriented  stream,  consisting 
of  young  men  who  see  the  Navy  as  a means  to  an  end  with  regard  either 
to  vocational  training  or  education  after  an  initial  tour  of  service. 
Yet  a third  stream  could  be  called  a "no  better  choice  stream"  who 
apparently  are  joining  the  Navy  because  it  was  at  least  available  to 
them.  Finally,  there  is  a stream  which  could  be  called  the  "I  Made  a 
Mistake  Stream,"  whose  feelings  about  the  Navy  are  not  particularly 
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good.  These  four  streams  probably  should  be  treated  differently  in 
recruit  training,  because  their  needs  are  probably  substantially 
different.  These  four  streams  will  be  discussed  below. 

a.  The  Career  Stream.  In  the  AID  run  which  identified 
the  various  streams  discussed  herein,  26Z  of  respondents  could 
be  classified  as  belonging  to  this  "stream."  A substantial  amount  of 
research  has  been  done  on  individuals  who  enter  the  service  with  a 
strong  career  orientation.  Clickman,  Goodstadt  et^  aK  (1973)has  done  a sub- 
stantial amount  of  work  to  develop  a theory  of  career  motivation.  He 
feels  that  the  individual  has  definite  expectations  before  he  comes 
to  the  recruiter,  and  probably  acquires  additional  ones  in  conversation 
with  him.  If  the  recruiter  contact  confirms  his  earlier  expectations, 
he  becomes  quite  favorably  disposed  toward  entry  into  the  service.  In 
a study  of  young  men,  Glickman  defined  a number  of  these  expectations. 

Among  them  are  that  Navy  work  is  a masculine  role,  is  important  and 
purposeful,  and  that  the  Navy  is  a place  where  valuable  Job  skills  can 
be  developed  for  later  life.  The  potential  recruit  also  would  like  to 
believe  that  the  Navy  operates  with  efficiency  and  discipline,  which  he 
may  feel  that  he  needs,  and  that  Navy  leaders  are  good  leaders  who  know 
what  they  are  doing.  On  the  whole,  these  are  extremely  favorable  expec- 
tations. The  extent  to  which  these  expectations  are  confirmed  then 

a 

determines  whether  the  individual  reaffirms  his  career  commitment,  or 
decides  that  he  has  made  a mistake.  It  is  to  the  extreme  credit  of  the 


cadre  in  the  Recruit  Training  Centers  that  the  recruits  in  the  career 
stream  and  the  Instrumental  stream  (to  be  discussed  below),  which 


together  constitute  612  of  the  total  group  analyzed,  have  reacted  so 


favorably  to  their  recruit  training  experience  and  to  the  Navy  "thus 


However,  other  work  suggests  that  an  individual  in  the  career 


stream  presents  problems  on  some  counts,  though  he  may  be  easier  to 


work  with  on  other  counts.  On  the  favorable  side,  research  bv 


Federman  (1973)  shows  that  a career  orientation  predicts  satisfaction 


at  a later  time  but  that  satisfaction  does  not  predict  career  orienta 


tion.  While  other  factors  could  account  for  his  findings,  this  suggests 


that  the  career  oriented  recruit  expects  to  like  what  he  finds.  Further 


he  probably  communLcntes  those  expectations  to  his  trainers,  thereby 


making  their  Job  easier 


On  the  other  hand,  however,  the  recruit  in  the  career  stream  is 


probably  not  as  competent  as  the  recruit  in  the  instrumental  stream,  and 


he  may  provide  greater  problems  of  a disciplinary  nature.  The  demographic 
data  in  the  present  study  show  that  the  number  of  non-high  school  grad- 


uates had  increased  in  the  total  sample  at  the  time  of  the  third  adminis 


tratlon.  A number  of  researchers  have  shown  that  the  non-high  school 


graduate  poses  major  problems.  Taylor  (1972),  in  an  Air  Force  study,  found 


that  the  high  school  graduate  Category  IV  enlistee  was  less  likely  to 
attrlt  from  initial  training  than  non-high  school  graduates  in  Categories 


I,  II,  and  III  combined.  Further,  as  more  enlistees  were  drawn  from 


large  urban  areas,  the  potential  for  elimination  also  increased.  (This 


has  substantial  implication  for  understanding  findings  obtained  at  Great 
Lakes.  Taylor’s  study  suggests  that  there  probably  will  be  more  training 


management  problems  there  than  elsewhere,  to  the  extent  that  Great 
Lakes  draws  from  large  urban  areas  more  than  the  others  do.)  Boyd  and 
Jones  (1973)  found  similar  problems  with  non-hlgh  school  graduates, 
particularly  that  more  disciplinary  problems  were  likely  with  them. 
Similar  findings  were  reported  by  yet  others  (Shoemaker,  Drucker,  and 
Krtner,  1974;  Clsin,  1954).  However,  these  latter  two  sets  of  re- 
searchers found  yet  another  Important  point  that  has  Implications  for 
dealing  with  the  non-hlgh  school  graduate  who  may  be  In  the  career 
stream.  Their  findings  could  be  Interpreted  to  suggest  that  these 
young  men  may  also  be  less  persistent  in  the  face  of  difficulties  and 
to  be  less  strongly  oriented  toward  achievement  — a conclusion  that 
Is  almost  self-evident  by  virtue  of  the  fact  that  they  have  not  grad- 
uated from  a high  school.  However,  this  probably  Is  a persistent 
tendency  and  such  young  men  probably  are  less  likely  to  persist  In 
the  face  of  difficulty  in  Navy  training,  and  are  probably  less  reliable, 
at  least  Initially,  under  difficult  circumstances. 

The  above  discussion  should  not  be  interpreted  as  an  Indictment  of 
career-oriented  recruits.  However,  a number  of  studies  have  shown  that 
the  career-committed  group  may  contain  Individuals  who  enter  the  service 
for  the  wrong  reasons.  To  escape  a worse  situation  outside  the  Navy 
might  be  Just  such  a wrong  reason.^  In  particular,  Broedllng  and 

4 

Goldsamt  (1971)  conducted  a survey  of  Naval  enlisted  men,  which  yielded 

*The  mnnner  in  which  the  career  "stream"  was  identified  in  the 
present  study  precludes  such  individuals  in  this  group,  in  this  sample. 
However,  such  individuals  might  appear  as  "career  enlistees"  as  ordi- 
narily determined. 
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as  a major  finding  "respect  bv  trainers"  as  one  of  the  key  aspects  of 


recruit  training  experience.  Valentine  and  Vitola  (1970)  comment 
that  many  young  men  entering  the  service  may  be  seeking  to  establish 
an  identity  for  themselves.  To  the  extent  these  two  studies  suggest 


that  the  career-oriented  recruit  may  need  a training  experience  which 


will  increase  his  self-respect,  there  are  definite  implications  for 


trainers.  To  the  extent  his  training  experience  can  be  a source  of 


pride  and  self  esteem,  he  will  be  turned  into  a higher  achiever  and  a 


more  effective  member  of  ttie  Naval  service.  This  point  will  be  raised 


again  later 


b.  Tin*  Instrumental  Stream.  The  instrumental  stream  in  the 


present  study  constituted  35%  of  the  total  group  analyzed.  The  primary 
characteristic  of  these  young  men  is  that  they  see  the  enlistment,  or 


the  Navy,  serving  as  a means  to  an  end.  Vocational  or  technical  train 


ing  are  extremely  important  goals  to  a substantial  number  of  recruits 


There  is  evidence  also  that,  for  these  individuals,  challenge  and  mean- 
ingfulness may  be  an  important  Ingredient  of  early  training  experiences 


(Rae,  1972).  Further,  the  initial  assignment,  and  degree  of  satisfaction 


with  it,  has  been  found  to  be  related  to  career  intentions  (Hoehn 


Wilson,  and  Richards,  1972),  a finding  probably  based  at  least  in  part 


on  the  instrumental  stream.  The  major  Implication  for  training  manage 
ment  provided  by  this  stream  is  that  the  initial  training  experience 


should  be  meaningfully  related  to  their  expectations,  i.e.,  what  thev 


expect  to  get  out  of  the  Navv,  and  should  be  seen  as  relevant  to  their 


next  assignment.  (This  probably  is  also  important  for  the  career  stream.) 

The  challenge  for  trainers  here  is  that  effective  leadership  he  provided, 
to  explain  the  relevance  of  recruit  training  experiences  for  his  subse- 
quent Navy  life,  where  the  relevance  may  not  be  immediately  apparent. 

c.  The  "No  Better  Choice"  Stream.  This  stream  consists  of 
individuals  who,  by  inference,  may  well  have  chosen  the  Navy  because  the 
non-Navy  world  did  not  offer  them  a suitable  opportunity.  They  tend  to 
see  the  Navv  in  a light  of  intermediate  favorabil itv.  Thev  probably 
are  not  good  prospects  for  a Navy  career  but  seem  to  respond  to  fair- 
ness and  to  good  treatment  during  their  early  days  in  the  Navv. 

d.  The  "I  Made  A Mistake"  Stream.  This  subgroup  constituted 
approximately  22%  of  the  total  group  analyzed.  These  are  individuals 
who  either  have  not  liked  their  Initial  training  experiences,  feel  they 
have  been  treated  unfairly,  or  simplv  have  trouble  taking  orders.  It 
is  unclear  why  this  stream  exists.  In  all  probability,  some  of  them 
would  be  dissatisfied  with  any  experience  thev  had  and  some  additional 
ones  among  them  probably  simply  are  constitutional lv  incapable  of  sub- 
mitting to  the  discipline  which  is  a necessary  part  of  military  service. 
However,  it  is  quite  likely  that  still  others  among  this  stream  have 
experienced  non-fulfillment  of  expectations.  Glickman,  Goldstadt  et  al. (1973) 
suggests  that  an  extremely  important  ingredient  ir  the  overall  manage- 
ment of  the  trainee  is  to  be  certain  that  his  expectations  are  realistic, 

to  the  extent  that  this  can  be  managed. 


STUDIES  OF  NAVY  CLIMATE 

One  of  the  basic  questions  the  trainee  must  answer  for  himself  is 
whether  he  likes  his  total  situation.  In  any  such  total  situation,  it 
is  obvious  that  there  are  pluses  and  minuses.  In  discussion  of  incen- 
tives, and  in  presentation  of  the  expectations  individuals  in  the 
present  samples  have,  many  of  these  pluses  have  been  presented.  Further, 
the  extremely  favorable  attitudes  members  of  this  sample  have  toward  the 
Navy  suggests  that  the  Navy  has  done  an  extremely  good  job  of  satisfying 
their  expectations  to  the  point  in  time  at  which  the  surveys  were  made. 
However,  there  is  one  additional  Ingredient  that  might  be  mentioned. 
Federico  (1970)  in  a survey  of  Navy  enlisted  men  identified  bv  factor 
analytic  techniques  several  factors  which  they  found  extremely  important 
in  their  training  experiences.  The  first  three  factors  in  importance 
were,  respectively,  instructor  competence,  training  management  (degree 
of  pressure),  and  pertinence  of  the  training  experience  to  the  individual's 
needs. 

In  an  unusually  excellent  presentation,  concern  for  the  needs  of 
the  individual  was  presented  as  a factor  of  prime  importance  by 
Admiral  Bergner  (1968),  who  then  commanded  the  San  Diego  RTC.  In  his 
presentation  to  a Conference  on  Personnel  Retention  Research, 

Admiral  Bergner  commented  that,  in  their  research,  the  primary  reasons 
for  leaving  the  service  were  not  the  ones  conventionally  given  in  re- 
sponse to  surveys.  Conventional  answers  were  pay  and  long  deployments 
and  family  separations.  In  actual  fact,  he  found  that  the  primary 
reason  was  that  the  separating  individual  felt  that  the  Navy  did  not 
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care  sufficiently  about  him  as  a person.  Admiral  Bergner  discusses 
many  reasons  why  the  Naval  Service  has  become  more  impersonal  and 
less  concerned  with  the  needs  of  the  individual.  He  also  discusses 
a program  which  he  undertook  at  the  San  Diego  RTJ  to  improve  the 
capacity  of  trainers  to  deal  with  recruits,  together  with  a massive 
impact  his  program  had  in  cutting  problems  with  recruits,  particularly 
congressionals  and  irate  parent  mail. 

There  is  ample  evidence  that  Admiral  Bergner  is  correct.  A num- 
ber of  studies  of  Navy  climate  have  been  made  recently  by  researchers 
using  the  University  of  Michigan  Survey  of  Organizations  (Franklin, 

1974;  Drexler,  1973;  Bowers,  1973;  Bowers  and  Franklin,  1973;  Drexler 
and  Bowers,  1973).  The  essence  of  these  studies  is  that  the  Navy's 
climate  is  characterized  by  a lack  of  concern  for  human  resources,  a 
relative  lack  of  motivators  inducing  lower  ranking  enlisted  men  to  work 
hard,  a lack  of  leader  communication  with  lower  ranking  enlisted  men  con- 
cerning the  importance  of  tasks  at  hand,  and  relatively  low  levels  of  satis- 
faction among  lower  ranking  enlisted  men  with  work  place.  (The  various 
studies  cited  above  differ  in  the  details  of  their  findings,  but  gener- 
ally report  results  of  this  nature.) 

A substantial  number  of  researchers  have  also  commented,  on  the 
basis  of  their  findings,  about  a lack  of  "fate  control,"  especially 
among  lower  ranking  enlisted  men.  "Fate  control"  is  a term  applied  to 
the  capacity  of  the  individual  to  influence  his  future,  in  whatever  way 
he  desires.  The  suggestion  in  these  studies  (Drexler,  1973'  Taylor,  1972; 
Cunningham,  1972;  Dupuy,  1968;  Wilcove,  1975)  is  that  the  lower  ranking 
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enlisted  man  is  subjected  to  excessive  control  and  lias  too  little  oppor- 
tunity for  initiative. 

For  non-technical  specialties,  where  obedience  and  rapid  compliance 
are  essential  criteria  of  eflectiveness,  this  would  not  particularly  be 
a problem.  However,  Noskos  (1974),  in  an  extremely  ic.portant  article 
about  the  emerging  military  services,  suggests  that  this  may  not  be  a 
viable  option  for  a highly  technically  specialized  service.  As  the 
technological  specialization  of  the  Navy  increases  — and  it  probably 
will  — the  requirement  among  at  least  a number  of  enlisted  men  is  for 
self  initiation,  a high  degree  of  promotion,  and  the  ability  to  apply 
standards  to  their  own  performance,  rather  than  having  these  imposed 
from  the  outside.  This  third  element  is  extremely  important  for  the 
enlisted  man  who  is  in  an  area  of  specialization  which  exceeds  that 
possessed  by  his  own  seniors,  e.g. , certain  electronic?  specialties. 

The  implication  for  training  management  is  a need,  during  recruit 
training  and  throughout  the  technical  training  that  follows,  for  leader- 
ship methods  which  convey  a feeling  of  excitement  and  purpose,  and  lead 
the  individual  to  find  meaningfulness  and  self  esteem  through  the  quality 
of  his  work. 

This  is  also  suggested  as  the  primary  vehicle  for  leading  the 
recruit  eventually  to  adopt  the  important  value  system  of  his  seniors. 

To  the  extent  that  he  admires  them  and  wishes  to  be  like  them,  he 
will  adopt  their  values.  By  the  same  token,  the  quality  of  their  leader- 
ship and  the  extent  to  which  they  can  stimulate  and  excite  him  to  high 
achievement  and  to  a feeling  of  pride  in  that  achievement  will  determine 
his  admiration  for  them. 
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This  implies  an  exchange  which  constitutes  the  basis  for  effec- 
tive leadership.  The  essence  of  the  exchange  is  that,  in  exchange  for 
his  high  performance  of  duty,  the  individual's  trainers  and  later 
superiors  are  sources  of  self  esteem  and  pride  in  achievement,  a con- 
cept elaborated  on  by  Jacobs  (1970).  It  apparently  also  is  the  basis 
for  Admiral  Berger's  restructuring  of  the  management  of  trainees  in 
San  Diego  during  the  time  of  his  command  there. 


mmm 
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SURVEY  OF  RECRUITS  COMPLETING  TRAINING 


The  Navy  has  a deep  interest  in  the  well-being  of  its  men.  One  way  in 
which  the  Navy  keeps  in  close  touch  with  its  men  and  how  they  are  getting 
along  is  by  means  of  its  continuous  program  of  finding  out  how  men  feel 
about  Navy  training.  Navy  life,  and  how  these  things  can  be  improved. 

Most  of  you  have  already  had  the  experience  of  filling  out  a survey 
questionnaire  when  you  reported  to  the  Recruit  Training  Command.  In  the 
questionnaire  you  will  be  filling  out  today,  you  will  be  asked  about  your 
experiences  in  boot  training,  your  interests  and  thoughts  about  Navy  life. 

Your  answers  will  not  become  part  of  your  official  record  and  your 
identification  is  being  used  for  statistical  purposes  only.  However,  by 
telling  us  how  you  really  feel  and  think,  you  will  be  helping  the  Navy  to 
find  out  what  it  can  do  to  improve  Navy  training.  So,  it  is  very  important 
that  you  do  the  best  job  you  can  in  answering  this  questionnaire  as  carefully 
as  possible. 

Your  help  in  carrying  out  this  study  will  be  sincerely  appreciated. 


NOTE  TO  READER:  The  response  distribution 
for  each  administration  of  the  questionnaire 
has  been  annotated  for  each  item. 


CHIEF  OF  NAVAL  TECHNICAL  TRAINING 
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SURVEY  OF  RECRUITS  COMPLETING  TRAINING 

Before  you  begin,  check  to  see  if  you  have  all  17  pages  of  the 
questionnaire  and  be  sure  that  the  front  of  the  standard  answer  test  faces 
you.  The  front  will  have  spaces  for  questions  numbered  1 through  60.  After 
reacing  each  question  choose  the  answer  you  want  to  give  to  that  question 
and  indicate  the  answer  in  the  appropriate  spaces. 


Part  I 


A.  In  the  columns  titled  "COURSE  CODE"  indicate  which  one  of  the  fol- 
lowing reasons  had  the  most  to  do  with  making  up  vour  mind  to  join  the 
Navy. 


Administration 

It 

1 

2 

3 

Response 

12X 

12X 

12X 

000 

— 

Wanted  a Navy  career 

8X 

fiX 

10X 

001 

- 

Wanted  to  travel 

2X 

3X 

2X 

002 

- 

Needed  a job 

28X 

25X 

26X 

003 

- 

Wanted  to  get  technical  training 

IX 

IX 

IX 

00A 

- 

Wanted  to  live  a military  life 

AX 

AX 

3Z 

005 

- 

Wanted  to  serve  country 

AX 

AX 

5X 

006 

- 

Wanted  to  be  more  on  my  own 

15X 

1AX 

1AX 

007 

- 

Needed  time  to  find  out  what  I 

wanted  to  do  with  my  life 

9X 

11X 

10X 

008 

- 

Believed  that  I could  get  a better 

Job  in  the  Navy  than  in  civilian 

1 

life. 

12X 

10X 

nx 

009 

- 

Wanted  to  get  educational  benefits 

after  leaving  the  service 

AX 

AX 

7X 

010 

- 

None  of  the  above 

B.  In  the  columns  titled  "TEST  NUMBER"  indicate  how  old  you  were  on 
your  last  birthday. 

Administration 


1 

2 

3 

Response 

20X 

21X 

18X 

00  - 17 

AAX 

23X 

38X 

01  - 18 

18X 

2 OX 

21X 

02  - 19 

7X 

11X 

8X 

03  - 20 

AX 

6X 

AX 

0A  - 21 

2X 

AX 

2Z 

05  - 22 

IX 

3X 

IX 

06  - 23 

2X 

2X 

IX 

07  - 24 

2X 

2X 

IX 

08  - 25  or  older 

i 
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C.  In  the  column  titled  "FORM  NUMBER"  indicate  which  of  the  following 
best  describes  you. 

Administration 


1 

2 

3 

Response 

85% 

77% 

76% 

0 - 

White 

8% 

9% 

12% 

1 - 

Black 

1% 

1% 

2% 

2 - 

American  Indian 

0% 

0% 

1% 

3 - 

Oriental 

1% 

1% 

1% 

4 - 

Puerto  Rican 

3% 

3% 

3% 

5 - 

Mexican  American 

1% 

3% 

2% 

6 - 

Filipino 

1% 

2% 

2% 

7 - 

Other 

D.  In  the  column  titled  "PAGE  NUMBER"  indicate  what  part  of  the  United 
States  (or  in  which  country)  have  you  spent  most  of  your  life  up  to  now. 


Administration 
12  3 


6% 

6% 

5% 

16% 

16% 

13% 

13% 

12% 

14% 

28% 

29% 

26% 

18% 

10% 

17% 

5% 

6% 

6% 

12% 

14% 

16% 

1% 

3% 

2% 

0% 

Q% 

0% 

1% 

1% 

3% 

Response 

0 - New  England  (Maine,  New  Hampshire, 

Vermont,  Massachusetts,  Rhode  Island, 
Connecticut)  , 

1 - Middle  Atlantic  (New  York,  New  Jersey, 

Pennsylvania) 

2 - South  Atlantic  (Delaware,  Maryland, 

District  of  Columbia,  Virginia,  West 
Virginia,  North  Carolina,  South 
Carolina,  Georgia,  Florida) 

3 - North  Central  (Ohio,  Indiana,  Illinois, 

Michigan,  Wisconsin,  Minnesota,  North 
Dakota,  South  Dakota,  Nebraska,  Kansas, 
Missouri,  Iowa) 

4 - South  Central  (Kentucky,  Tennessee,  Alabama, 

Mississippi,  Arkansas,  Oklahoma,  Louisiana, 
Texas) 

5 - Mountain  (Montana,  Idaho,  Wyoming,  Colorado, 

Utah,  New  Mexico,  Arizona,  Nevada) 

6 - Pacific  (California,  Oregon,  Washington, 

Alaska,  Hawaii) 

7 - Phillipine  Islands 

8 - Puerto  Rico 

9 - Other  Country 
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E.  In  the  column  titled  "FINAL  SCORES"  indicate  the  highest  amount  of 
education  you  have  finished. 

Administrat ion 


1 

_2_ 

3 

Response 

oz 

OZ 

OZ 

000 

_ 

A. 

Less  than  8th  grade 

oz 

1Z 

1Z 

001 

- 

B. 

8 h grade 

20Z 

31Z 

22Z 

002 

- 

C. 

9th,  10th  or  11th  grade  but  did 

not  graduate 

63Z 

38Z 

58% 

003 

- 

D. 

High  school  graduate  or  passed 

GED  test 

4Z 

4% 

3% 

004 

- 

E. 

Vocational /trade  school  after 

finishing  high  school 

8Z 

13Z 

9Z 

005 

- 

F. 

Some  college,  but  less  than  two 

years 

3Z 

4Z 

3Z 

006 

- 

G. 

Two  or  more  years  of  college,  but 

no  degree 

1Z 

1Z 

1Z 

007 

- 

H. 

Associate  degree 

OZ 

2Z 

OZ 

008 

- 

1. 

College  bachelor's  degree 

oz 

OZ 

- 

009 

- 

J. 

Graduate  study  beyond  the  college 

bachelor’s  degree 

oz 

OZ 

OZ 

010 

- 

K. 

Other 

oz 

OZ 

3Z 

Oil 

- 

L. 

Don ' t know 

Tart  II 

1.  Were  you  going  to  school  when  you  joined  the  Navy? 
Administration 


1 

2 

3 

Response 

28Z 

20Z 

26% 

A. 

Yes,  T was  going  to 

school  full 

time 

4Z 

8% 

5% 

B. 

Yes,  I was  going  to 

school  part 

time 

6 7Z 

72Z 

70% 

C. 

No,  I was  not  going 

to  school 

• 

How  long  after  leaving  school  did  you  join  the  Navy? 


Administration 


l 

2 

3 

Response 

17Z 

17Z 

16Z 

A. 

I was  going  to  school  when  I joined 

14% 

11% 

9% 

B. 

Less  than  one  month 

44Z 

22Z 

45Z 

C. 

1 to  6 months 

7% 

20Z 

8% 

D. 

7 to  12  months 

18Z 

29Z 

22Z 

E. 

More  than  one  year 
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3.  Were  you  working  when  you  joined  the  Navy? 


Administration 
12  3 

Response 

42% 

46% 

44% 

A. 

Yes,  I was  working  full  time 

28% 

21% 

25% 

B. 

Yes,  I was  working  part  time 

19% 

25% 

20% 

C. 

No,  but  I was  looking  for  a job 

11% 

9% 

11% 

D. 

No,  and  I was  not  looking  for  a job 

4.  Before  you  came  on  active  duty,  were  you  a member  of  the  Naval 
Reserve  required  to  attend  meetings  for  training? 

Administration 
1 2 3 Response 

2%  2%  3%  A.  Yes 

98%  97%  97%  B.  No 


5.  At  the  time  you  came  on  active  duty,  how  long  was  your  active  duty 
obligation? 

Administration 


1 

2 

3 

Response 

15% 

21% 

19% 

A. 

Two  years 

59% 

59% 

52% 

B. 

Four  years 

15% 

12% 

18% 

O 

v*  # 

Four  years  plus  two  years 

10% 

8% 

11% 

D. 

Six  years 

6.  Did  you  sign  up  for  more  time  during  boot  training  so  that  you  would 
have  a total  of  six  years  of  obligated  service? 

Administration 


1 2 

3 

Response 

.3%  4% 

3% 

A.  Yes 

25% 

23% 

27% 

B.  No,  I had 
for  six 

already  enlisted 
years 

72% 

72% 

70% 

C.  No,  and  I 

had  not  already 

enlisted  for  six  years 


■ — -- — _ — 


7.  Has  your  father  made  a career  of  the  military  service? 
Administration 


1 

2 

3 

Response 

10Z 

11% 

10% 

A. 

Yes  and  he  is 

retired  now 

n 

3% 

32 

B. 

Yes  and  he  is 

still  on  active  duty 

85% 

84% 

85% 

C. 

No 

22 

3% 

22 

D. 

Don ' t know 

Is  the  general  rate 

Administration 
12  3 

you  have  been  given  the  one  you  wanted? 

Response 

69%  63% 

62% 

A. 

Yes 

28%  33% 

33% 

B. 

No 

4%  4% 

5% 

C. 

I didn't  care  what  rate  I got 

9.  Is  the  general  rate  you  have  bean  given  the  one  you  feel  you  are 
best  qualified  for? 


Administration 
12  3 

Response 

45% 

42% 

43% 

A.  Yes 

38% 

37% 

37% 

B.  I'm  not  sure 

17% 

21% 

20% 

C.  No 

10.  W! at  will  your  next  duty  station  be  after  you  leave  recruit  training? 


Administration 

1 

2 

3 

Response 

11% 

9% 

8% 

A.  A ship 

4% 

8% 

15% 

B.  A shore  station 

66% 

66% 

56% 

C.  Class  A school 

11% 

6% 

5% 

D.  Other 

9% 

11% 

16% 

E . Don ' t know 

ft 

11.  What  do  you  think  of  your  next  duty  assignment? 


Administration 

1 2 3 Response 


• 

28% 

33% 

29% 

A. 

— £ 2 

Like  very  much 

. 

34% 

33% 

30% 

B. 

Like 

30% 

29% 

31% 

C. 

Neither  like  nor  dislike 

• 

5% 

4% 

5% 

D. 

Dislike 

— 

3% 

2% 

4% 

E. 

Dislike  very  much 

12.  Do  you  feel 

. that 

the  training  you  received  in  boot  camp  will  help 

you  in  your  next 

Administration 

duty  assignment? 

— 

1 

2 

3 

Resi 

ponse 

71% 

70% 

70% 

A. 

Yes 

22% 

21% 

22% 

B. 

Not  sure 

7% 

9% 

8% 

C. 

No 

13.  How  much  do  you  feel  your  next  duty  assignment  will  make  use  of  the 
education,  training,  and/or  experience  you  already  had  when  you  came 
into  the  Navy? 

Administration 


1 

2 

3 

Response 

— 

40% 

44% 

44% 

A. 

A lot 

40% 

38% 

38% 

B. 

A little 

10% 

10% 

10% 

C. 

Hardly  at  all 

— 

4% 

4% 

4% 

D. 

Not  at  all 

6% 

5% 

4% 

E. 

Does  not  apply  - do  not  think  I have 

had  any  education,  training,  and/or 

— 

experience  which  the  Navy  could  use 

14.  How  do  you 

feel 

you  were 

treated  during  the  first  few  days  in  boot 

camp 

before  your 

company 

was  formed? 

Administration 

1 

2 

3 

Response 

8% 

11% 

9% 

A. 

Very  well 

57% 

61% 

58% 

B. 

All  right 

34% 

28% 

34% 

C. 

Pretty  badly 

ft 
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15.  Before  you  took  the  Basic  Test  Battery,  were  you  told  how  important 
the  tests  were  in  deciding  what  you  will  be  doing  in  the  Navy? 


Administration 


• 

1 

2 

3 

Response 

79% 

74% 

74% 

A.  Yes 

. 

7% 

8% 

7% 

B.  Don’t  know 

14% 

18% 

19% 

C.  No 

16.  How  important  do  you  believe  the  Basic  Test  Battery  really  is  in 
deciding  what  you  will  be  doing  in  the  Navy? 

Administration 


1 

2 

3 

Response 

58% 

55% 

54% 

A. 

Of 

much  importance 

34% 

34% 

36% 

B. 

Of 

some  importance 

7% 

8% 

8% 

C. 

Of 

little  importance 

2% 

3% 

3% 

D. 

Of 

no  importance 

17.  How  did  you  feel  about  the  conditions  of  the  room  (the  quiet,  heat, 
etc.)  in  which  you  took  the  Basic  Test  Battery? 

Administration 


1 

2 

3 

Response 

27% 

27% 

30% 

A. 

Very  good 

39% 

39% 

38% 

B. 

Good 

26% 

27% 

26% 

C. 

Fair 

6% 

5% 

5% 

D. 

Poor 

2% 

2% 

2% 

E. 

Very  poor 

How  much  had  you  been  told  about  the  different  rates  (radioman, 
commissar yjjan , gunner's  mate,  etc.)  before  you  had  your  classifica- 
tion interview? 


Administration 


1 

2 

3 

Response 

5% 

9% 

8% 

A. 

More 

than  I needed 

to 

know 

50% 

50% 

45% 

B. 

All 

I needed  to  know 

45% 

41% 

47% 

C. 

Less 

than  I needed 

to 

know 
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When  you  had  your  classification  interview,  did  you  feel  you  were 
given  enough  time  to  talk  to  the  interviewer? 


Administration 

1 

2 

3 

Response 

40% 

39% 

34% 

A.  Yes 

14% 

13% 

12% 

B.  Not  sure 

46% 

48% 

54% 

C.  No 

Did  you  feel  that  the  classification  interviewer  was  interested  in 
what  you  had  to  say? 

Administration 


1 

2 

3 

Response 

30% 

26% 

26% 

A.  Yes 

29% 

29% 

27% 

B.  Not  sure 

41% 

44% 

47% 

C.  No 

How  do  you  feel  about 

Administration 

the 

haircut  you  were  given  in  boot  training? 

1 

2 

3 

Response 

7% 

6% 

6% 

A. 

Liked  a lot 

8% 

9% 

7% 

B. 

Liked  a little 

29% 

29% 

28% 

C. 

Neither  liked  nor  disliked 

21% 

19% 

20% 

D. 

Disliked  a little 

35% 

37% 

40% 

E. 

Disliked  a lot 

How  much  room  did 

you  have 

in  your  barracks  while 

in  boot  training? 

Administration 

1 2 

3 

Response 

6%  8% 

7% 

A. 

I 

had  more  room  than  I 

needed 

79%  78% 

75% 

B. 

I 

had  the  room  I needed 

15%  14% 

18% 

C. 

I 

had  less  room  than  I 

needed 

23.  What  did  you  think  of  the  attention  given  to  winning  the  flag  while 
in  boot  training? 

Administration 


1 

2 

3 

Response 

18% 

20% 

19% 

A. 

1 t was  too  much 

60% 

62% 

62% 

B. 

It  was  about  enough 

22% 

18% 

20% 

C. 

It  was  not  enough 

24.  What  did  you  think  of  the  choice  of  the  company  to  win  the  flag? 


Administration 

1 2 3 Response 


24% 

27% 

30% 

A. 

Very  fair 

35% 

35% 

37% 

B. 

Pretty  fair 

31% 

27% 

27% 

C. 

Not  sure  whether  it  was 

6% 

6% 

4% 

D. 

Pretty  unfair 

5% 

5% 

3% 

E. 

Very  unfair 

25.  How  much  of  a feeling  did  you  get  that  you  were  part  of  a company 
while  in  boot  training? 


Administration 


JL 

2 

3 

Response 

62% 

65% 

66% 

A. 

A lot 

29% 

26% 

25% 

B. 

A little 

7% 

7% 

8% 

C. 

Hardly  any 

2% 

2% 

2% 

D. 

Not  at  nil 

26.  Did  you  feel  that  the  leader  for  the  company  was  among  the  best 
recruits  that  could  have  been  picked  for  this  job? 

Administration 


1 

2 

3 

Response 

47% 

48% 

42% 

A.  Yes 

20% 

20% 

23% 

B.  Not  sure 

33% 

31% 

35% 

C.  No 
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27.  Do  you  think  your  company  commander  had  enough  of  a chance  to  get 
to  know  the  recruits  before  he  chose  the  leader  for  the  company? 


Administration 

1 

2 

3 

Response 

222 

242 

212 

A.  Yes 

24  2 

262 

242 

B.  Not  sure 

541 

492 

552 

C.  No 

28.  How  much  of  a challenge  did  you  find  boot  training? 


Administration 


1 

2 

3 

472 

412 

40% 

512 

552 

562 

22 

32 

42 

Response 

A.  It  was  too  easy 

B.  It  was  just  about  all  I could 

do  to  get  by 

C.  It  was  too  hard 


29.  How  did  you  feel  about  the  number  of  different  activities  you  had 
each  day  while  in  boot  training? 


Administration 
12  3 


Response 


192 

202 

192 

712 

712 

712 

102 

92 

102 

A,  It  was  too  many 

B,  It  was  just  about  enough 

C,  It  was  not  enough 


30.  How  did  you  feel  about  having  to  run  from  one  activity  to  the  next 
activity  while  in  boot  training? 


Administration 

1 

2 

3 

Response 

72 

72 

82 

A. 

Liked  a lot 

112 

122 

122 

B. 

Liked  a little 

402 

392 

412 

c. 

Neither  liked  nor  disliked 

242 

232 

232 

D. 

Disliked  a little 

182 

192 

152 

E. 

Disliked  a lot 

92 


i 


31.  How  did  you  foci  following  orders  in  boot  camp  w.is? 


Administration 

_l 

2 

3_ 

Response 

22 

22 

32 

A. 

Very  hard 

102 

72 

10% 

B. 

Hard 

4 OX 

402 

402 

C. 

Neither  hard  nor  easy 

362 

352 

342 

D. 

Easy 

UX 

152 

142 

E. 

Very  easy 

32.  How  did  you  feel  about  being  tested  each  week  to  find  out  how 
much  you  had  learned? 

Administration 


_l 

2 

3 

Response 

202 

212 

202 

A. 

Liked  a lot 

212 

202 

202 

B. 

Liked  a little 

442 

42% 

402 

C. 

Neither  liked  nor  disliked 

112 

112 

14% 

D. 

Disliked  a little 

52 

62 

7% 

E. 

Disliked  a lot 

33.  How  do  you  feel  the  physical  training  in  boot  camp  was? 
Administration 


1 

2 

3 

Response 

1% 

2% 

22 

A. 

Very  hard 

92 

112 

102 

B. 

Hard 

312 

37% 

35% 

C. 

Neither  hard  nor  easy 

3 12 

312 

322 

D. 

Easy 

262 

202 

212 

E. 

Very  easy 

34.  How  do  you  feel  the  marching  in  boot  camp  was? 
Administration 


1 

2 

3 

Response 

22 

32 

22 

A. 

Very  hard 

92 

10% 

102 

B. 

Hard 

342 

362 

362 

C. 

Neither  hard  nor  easy 

382 

35% 

372 

D. 

Easy 

172 

16% 

152 

E. 

Very  easy 
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35.  How  did  you  feel  about  the  sports  events  in  which  you  took  part 
while  in  boot  training? 


Administration 
12  3 


Response 


57% 

60% 

60% 

A. 

Liked  a lot 

2 OX 

21% 

22% 

B. 

Liked  a little 

5X 

5% 

6% 

C. 

Disliked  a little 

3X 

3% 

3% 

D. 

Disliked  a lot 

15X 

12% 

10% 

E. 

Does  not  apply  - did  not 

part  in  sports  events 

How  do  you 

feel 

the  class 

work  in  boot  camp  was? 

Administration 

1 

2 

3 

Response 

2% 

2% 

3% 

A. 

Very  hard 

10% 

11% 

10% 

B. 

Hard 

A 7% 

A 3% 

A6% 

C. 

Neither  hard  nor  easy 

33% 

33% 

31% 

D. 

Easy 

9X 

10% 

10% 

E. 

Very  easy 

What  did  you  think  about  the  movies  on  the  Navy  which  have  been 
shown  to  you  while  in  boot  training? 


Administration 
12  3 


Response 


26% 

26% 

30% 

A. 

Very  good 

37% 

33% 

36% 

B. 

Good 

28% 

29% 

25% 

C. 

Fair 

6% 

8% 

6% 

D. 

Poor 

3% 

5% 

3% 

E. 

Very  poor 

38.  How  much  information  about  the  Navy  did  you  learn  from  your  company 
commander  while  in  boot  training? 

Administration 


1 

2 

3 

Response 

61% 

65% 

57% 

A. 

A lot 

31% 

27% 

32% 

B. 

A little 

7% 

7% 

9% 

C. 

Hardly  anything 

2% 

2% 

2% 

D. 

Nothing  at  all 

9A 
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39.  How  much  had  you  been  told  about  the  facilities  (such  as  libraries. 
Navy  exchanges,  etc.)  which  can  be  used  by  recruits  while  in  boot 
training? 


Administration 

1 

2 

3 

Response 

3% 

6% 

5% 

A. 

More  than  I needed  to 

know 

47% 

48% 

43% 

B. 

All  I needed  to  know 

49% 

45% 

53% 

C. 

Less  than  I needed  to 

know 

40.  How  much  had  you  been  told  about  what  it  was  like  to  serve  in  the 
fleet  while  in  boot  training? 


Administration 


1 

2 

3 

Response 

5% 

8% 

7% 

A. 

More 

than  I needed 

to 

know 

40% 

46% 

40% 

B. 

All 

I needed  to  know 

55% 

45% 

53% 

C. 

Less 

than  I needed 

to 

know 

41.  How  much  do  you  know  about  the  TUITION  AID  PROGRAM? 
Administration 


_1 

2 

3 

Response 

3% 

3% 

6% 

A. 

A lot 

20% 

22% 

31% 

B. 

A little 

24% 

24% 

2 7% 

C. 

Hardly  anything 

53% 

50% 

36% 

D. 

Nothing  at  all 

42.  How  much  do  you  know  about  the  PROGRAM  FOR  AFLOAT  COLLEGE  EDUCATION 
(PACE)? 

Administration 


1 

2 

3 

Response 

2% 

3% 

6% 

A. 

A lot 

20% 

20% 

26% 

B. 

A little 

38% 

38% 

37% 

C. 

Hardly  anything 

39% 

39% 

32% 

D. 

Nothing  at  all 

l 
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43.  How  much  do  you  know  about  the  UNITED  STATES  ARMED  FORCES  INSTITUTE 


Administration 

1 

2 

3 

9% 

3% 

4% 

38% 

22% 

22% 

18% 

23% 

26% 

34% 

51% 

49% 

44. 


Response 

A.  A lot 

B.  A little 

C.  Hardly  anything 

D.  Nothing  at  all 


How  much  do  you  know  about  the  FOREIGN  LANGUAGE  SELF-STUDY  PROGRAM? 
Administration 


1 

2 

3 

Response 

3% 

2% 

2% 

A.  A lot 

20% 

14% 

17% 

B.  A little 

19% 

20% 

21% 

C.  Hardly  anything 

58% 

64% 

60% 

D.  Nothing  at  all 

45.  How  much  do  you  know  about  the  NAVY  ENLISTED  SCIENTIFIC  EDUCATION 
PROGRAM  (NESEP)?  “ 

Administration 


i 

2 

3 

Response 

6% 

6% 

5% 

A. 

A lot 

21% 

22% 

21% 

B. 

A little 

20% 

19% 

22% 

C. 

Hardly  anything 

53% 

53% 

53% 

D. 

Nothing  at  all 

46.  How  much  do  you 

know  about  the  ADVANCED  ELECTRONICS 

■ 

! 1 

Administration 

1 

2 

3 

Response 

a So 

11% 

10% 

12% 

A. 

A lot 

• 

29% 

35% 

34% 

B. 

A little 

25% 

24% 

26% 

C. 

Hardly  anything 

— 

35% 

31% 

28% 

D. 

Nothing  at  all 

96 
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47.  How  much  do  you  know  about  the  NUCLEAR  FIELD  PROGRAM? 
Administration 


1 

2 

3 

Response 

11% 

10% 

12% 

A. 

A lot 

31% 

34% 

34% 

B. 

A little 

26% 

26% 

27% 

C. 

Hardly  anything 

3.1% 

30% 

28% 

D. 

Nothing  at  all 

48.  How  much  do  you  know  about  the  OFF! CER  CANDIDATE  SCHOOL  PROGRAM  (PCS) ? 
Administration 


1 

2 

3 

Response 

6% 

8% 

8 7, 

A. 

A lot 

3 3% 

34% 

36% 

B. 

A little 

2 7% 

26% 

27% 

C. 

Hardly  anything 

34% 

32% 

30% 

D. 

Nothing  at  all 

49.  How  much  do  you  know  about  the  UNITED  STATES  NAVAL  ACADEMY  PROGRAM? 
Administration 

1 2 3 Response 


9% 

9% 

9% 

A. 

A lot 

31% 

34% 

32% 

B. 

A little 

2 5% 

24% 

27% 

C. 

Hardly  anything 

35% 

32% 

31% 

D. 

Nothing  at  all 

50.  How  well  did  you  get  along  with  other  recruits  with  whom  you  were 
trained? 

Administration 


_1 

2 

3 

Response 

4 4% 

47% 

43% 

A. 

Very  well 

35% 

33% 

34% 

B. 

Fairly  well 

18% 

18% 

20% 

C. 

All  right 

2% 

3% 

3% 

D. 

Somewhat  poorly 

1% 

1% 

1% 

E. 

Very  poorly 

97 
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51. 


How  much  of  a chance  did  you  get  to  talk  things  over  with  those 
above  you  while  in  boot  training? 


Administration 

1 

2 

3 

Response 

15% 

19% 

18% 

A. 

A lot 

34% 

35% 

35% 

B. 

A little 

34% 

31% 

32% 

C. 

Hardly  any 

16% 

14% 

15% 

D. 

None  at  all 

52.  How  much  help  did  you  feel  you  got  from  the  counseling  you  received 
while  in  boot  training? 


Administration 


1 

2 

3 

Response 

49% 

49% 

44% 

A. 

Does  not  apply  - 

any  counseling 

13% 

13% 

15% 

B. 

A lot 

23% 

23% 

24% 

C. 

A little 

10% 

9% 

9% 

D. 

Hardly  any 

6% 

6% 

8% 

E. 

None  at  all 

53. 


How  much  help  have  you  been  given  to  qualify  in  swimming  while  in 
recruit  training? 


Administration 


1 

2 

3 

Response 

72% 

65% 

66% 

A. 

Does  not  apply  - I have  not  needed 

10% 

10% 

help  to  qualify  in  swimming 

12% 

B. 

A lot 

9% 

11% 

9% 

C. 

A little 

3% 

5% 

5% 

D. 

Hardly  any 

6% 

9% 

8% 

E. 

None  at  all 

54. 


Did  you  feel  that  you  could  go  to  your  company  commander  for  help 
with  a training  problem  while  in  boot  training? 


Administration 

1 

2 

3 

Response 

56% 

56% 

53% 

A.  Yes 

31% 

27% 

30% 

B,  Sometimes 

13% 

16% 

16% 

C.  No 

55.  How  much  help  have  other  recruits  Riven  you  In  learning  the  things 
you  had  to  know  In  recruit  training? 


Adm in is t rat  ion 

_! 2 3 Response 


15% 

14% 

13Z 

A. 

Does  not  apply  - 1 have  not 
needed  any  help 

35% 

36Z 

38Z 

B. 

A lot 

37% 

37Z 

36Z 

C. 

A little 

10% 

10% 

10Z 

D. 

Hardly  any 

3Z 

3Z 

3Z 

E. 

None  at  all 

58. 


Were 

you 

assi gned 

to  help 

they 

had 

to  know 

in  boot 

Administrat ion 

1 

2 

3 

27Z 

31% 

30% 

A. 

51Z 

48% 

4 7% 

B. 

17Z 

15Z 

18% 

C. 

5Z 

5% 

4% 

D. 

Response 


Yes 


No,  but  I helped  them  anyhow 
No,  but  I could  have  helped  if  I had 
been  assigned  to  do  it 
No,  and  I don't  think  1 could  have 
been  of  much  help  to  other  recruits 


57.  While  in  boot  training,  how  much  respect  for  recruits  do  you  feel  was 
shown  by  those  who  did  the  training? 


Administration 

1 2 3 

Response 

16% 

19% 

18% 

A. 

A lot 

41Z 

38Z 

39% 

B. 

A little 

30Z 

28Z 

29% 

C. 

Hardly  any 

13Z 

15% 

14% 

D. 

None  at  all 

Did  you  feel  that  those  who  trained  you  set  a good  example  for  recruits 
to  follow? 


Administration 

1 

2 

3 

Response 

45Z 

45% 

43% 

A.  Yes 

35Z 

32% 

36% 

B,  Not  sure 

20Z 

22% 

22% 

C.  No 
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59.  How  much  do  you  like  Navy  life  in  general  so  far? 
Administration 


1 

2 

3 

Response 

35% 

37% 

33% 

A. 

Like  it  a lot 

26% 

24% 

24% 

B. 

Like  it  a little 

29% 

30% 

32% 

C. 

Not  sure 

6% 

6% 

6% 

D. 

Dislike  it  a little 

4% 

4% 

5% 

E. 

Dislike  it  a lot 

60.  Where  do  you  think  you  get  more  technical  training  - in  the  Navy 
or  in  civilian  life? 


Administration 


1 

2 

3 

73% 

71% 

72% 

A. 

5% 

5% 

6% 

B. 

7% 

8% 

8% 

C. 

16% 

16% 

15% 

D. 

Response 

Navy 

Civilian  life 
Both  the  same 

1 have  not  thought  about  it 


61.  How  much  do  you  care  about  getting  technical  training? 


Administration 
12  3 


Response 


85% 

84% 

84% 

A. 

A lot 

12% 

12% 

13% 

B. 

A little 

3% 

4% 

3% 

C. 

Not  at  all 

62.  Where  do  you  think  you  can  get  faster  promotions  to  more  important 
j°bs  - in  the  Navy  or  in  civilian  life? 

Administration 


1 

2 

3 

Response 

71% 

69% 

68% 

A. 

Navy 

10% 

11% 

11% 

B. 

Civilian  life 

7% 

8% 

8% 

C. 

Both  the  same 

12% 

12% 

13% 

D. 

I have  not  thought  about  it 

100 


63.  Hot#  much  do  you  care  about  getting  fast  promotions  to  more  Important 
jobs? 

Administration 


1 

2 

3 

Response 

86% 

865; 

84% 

A. 

A lot 

in 

11% 

14% 

B. 

A little 

2% 

3% 

2% 

C. 

Not  at  all 

64.  Whore  do  you  think  you  are  more  likely  to  do  the  kind  of  work  you 
like  best  - in  the  Navy  or  in  civilian  life? 

Administration 


i 

2 

3 

Response 

i 

48% 

49% 

49% 

A. 

Navy 

■i 

26% 

23% 

2 5% 

B. 

Civilian  life 

18% 

19% 

19% 

C. 

Both  the  same 

9% 

9% 

Q «V 

O/a 

D. 

I have  not  thought  about  it 

How  much  do  you  care  about  doing  the  kind  of  work  you  like  best? 
Administration 


1 

2 

3 

Response 

95% 

93% 

94% 

A. 

r lot 

4% 

5% 

5% 

B. 

/ little 

1% 

2% 

1% 

C. 

Not  at  all 

6h.  Whore  do  you  think  you  can  got  fairer  treatment  - in  the  Navy  or  in 
civilian  life? 


Administration 
12  3 


Response 


4 3% 

41% 

42% 

A. 

Navy 

22% 

21% 

21% 

B. 

Civilian  life 

21% 

24% 

23% 

C. 

Both  the  same 

14% 

15% 

14% 

D. 

1 have  not  thought  about  it 

101 


67.  How  much  do  you  care  about  getting  fair  treatment? 
Admin i s t ra  t ion 


1 

2 

3 

Response 

93% 

91% 

92% 

A.  A lot 

6% 

6% 

6% 

B.  A little 

1% 

2% 

2% 

C.  Not  at  all 

68.  Where  do  you  think  you  are  more  likely  to  work  on  important  jobs 
In  the  Navy  or  in  civilian  life? 

Administration 


1 

2 

3 

Response 

— 

71% 

68% 

70% 

A. 

Navy 

6% 

6% 

5% 

B. 

Civilian  life 

18% 

19% 

20% 

C. 

Both  the  same 

— 

6% 

7% 

6% 

D. 

I have  not  thought  about  it 

69.  How  much  do  you  care  about  working  on  important  jobs? 
Administration 


1 

2 

3 

Response 

82% 

80% 

81% 

A.  A lot 

17% 

16% 

17% 

B.  A little 

2% 

3% 

2% 

C.  Not  at  all 

70.  Where  do  you  think  you  are  more  likely  to  get  the  chance  to  talk 

things  over  with  those  above  you  - in  the  Navy  or  in  civilian  life? 

Administration 


— 

1 

2 

3 

Response 

« 

34% 

33% 

33% 

A. 

Navy 

32% 

31% 

33% 

B. 

Civilian  life 

23% 

26% 

25% 

C. 

Both  the  same 

• 

11% 

10% 

9% 

D. 

I have  not  thought  about  it 

■ 


r 


71.  How  much  do  you  care  about  getting  the  chance  to  talk  things  over 
with  those  above  you? 


Administration 
1 2 3 


Response 


72%  72%  72% 

25%  24%  24% 

3%  4%  3% 


A. 

B. 

C. 


A lot- 
A little 
Not  at  all 


72.  Where  do  you  think  you  are  more  likely  to  have  to  keep  good  standards 
of  conduct  and  appearance  — in  the  Navy  or  in  civilian  life? 


Administration 
12  3 


Response 


81% 

77% 

79% 

A. 

Navy 

2% 

4% 

4% 

B. 

Civilian  life 

16% 

19% 

17% 

C. 

Both  the  same 

1% 

1% 

1% 

D. 

1 have  not  thought 

73. 


How  much  do  you  care  about  having  to  keep  good  standards  of  conduct 
and  appearance? 


Administration 


1 

2 

3 

Response 

|| 

84% 

82% 

82%  A. 

A lot 

14% 

14% 

15%  B. 

A little 

2% 

3% 

2%  C. 

Not  at  nil 

74.  Where 

do 

you  think  you  are 

more  likely 

in  the  Navy  or  in  civilian  life? 


Administration 
12  3 

Response 

7 3% 

69% 

68% 

A. 

Navy 

9% 

9% 

10% 

B. 

Civilian  life 

15% 

19% 

19% 

C. 

Both  the  same 

3% 

3% 

3% 

D. 

1 have  not  thought 

75. 


How  much  do  you  care  about  getting  physical  training? 


Administration 


1 

2 

3 

612 

592 

622 

352 

342 

332 

42 

62 

52 

Response 

A.  A lot 

B.  A little 

C.  Not  at  all 


76. 


1 usually  get  to  work  on 

Administration 
1 2 3 


972  942  962 

32  52  42 


time. 

Response 

True  of  me 
Not  true  of  me 


77.  I am  annoyed  with 

Administration 
1 2 3 


162  162  192 
842  832  812 


people  who  correct  me. 

Response 

A.  True  of  me 

B.  Not  true  of  me 


78.  When  my  clothes  tear 

Administration 
12  3 

252  252  252 

742  742  752 


I usually  throw  them  away. 

Response 

A.  True  of  me 

B.  Not  true  of  me 


79. 


I pay  my  debts  without 

Administration 
1 2 3 


932  902  912 
72  92  92 


having  to  be  reminded  to  do 

Response 

A.  True  of  me 

B.  Not  true  of  me 


so. 


104 


■amm* 


) 


1 


80.  I find  it  hard  to  take  orders  from  other  people. 
Administration 


81. 


82. 


83. 


12  3 

Response 

142  152  162 

A.  True  of  me 

862  842  842 

B.  Not  true  of  me 

I have  to  be  reminded 

to  return  things  I have  borrowed. 

Administration 

12  3 

Response 

92  102  112 

A.  True  of  me 

912  902  892 

B.  Not  true  of  me 

If  I have  finished  my 

work,  I feel  that  it  would  be  unreasonable 

to  expect  me  to  help 

the  other  fellow  with  his  work. 

Administration 

12  3 

Response 

142  16%  16% 

A.  True  of  me 

862  84%  84% 

B.  Not  true  of  me 

I usually  wait  until 

the  last  minute  to  get  my  work  done. 

Administration 

1 2 3 

Response 

L42  132  14% 

A.  True  of  me 

862  862  86% 

B.  Not  true  of  me 

Teachers  or  supervisors  have  found  it  difficult  to  get  me  to  do 
what  they  wanted. 

Administration 

12  3 

Response 

8%  92  92 

922  912  912 


A.  True  of  me 

B.  Not  true  of  me 


105 


. 


85.  I think  it  is  a serious  offense  to  go  AWOL. 


87, 


88. 


90. 


Administration 
12  3 


Response 


93X  91%  911 
7%  8%  9% 


A.  True  of  me 

B.  Not  true  of  me 


86.  I often  find  that  I have  forgotten  to  get  ready  for  an  activity 
about  which  I had  been  warned  ahead  of  time. 


Administration 
12  3 


Response 


11Z  13%  13% 

89%  86%  87% 


A. 

B. 


True  of  me 
Not  true  of  me 


I know  exactly  where  I keep  my  important  papers. 


Administration 
12  3 


Response 


90%  88Z  88Z 

10Z  11Z  12Z 


A.  True  of  me 

B.  Not  true  of  me 


People  have  had  to  keep  on  my  tail  to  get  me  to  do  things  1 disliked. 


Administration 
12  3 


Response 


22Z  19Z  20Z 

78Z  80Z  81Z 


A.  True  of  me 

B.  Not  true  of  me 


89.  Would  you  like  to  stay  in  the  Navy  after  you  have  finished  your  present 
enlistment? 


Administration 
12  3 


Response 


24Z  25Z  25Z 

65Z  65Z  66% 
12Z  10Z  9X 


A.  Yes 

B.  Not  sure 

C.  No 


Would  you  like  to  stay  in  the  Navy  long  enough  to  collect  retirement? 
Administration 

* ^ 3 Response 


28Z  29Z  31Z 

57Z  57%  57% 

15%  14Z  12Z 


A.  Yes 

B.  Not  sure 

C.  No 


i 
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RTC  Time  Time  Time 

Location  One Two  Three 

Were  you  qoinq  to  school  v.’hen  yon 
joined  the  Navy? 

S«D*  1.312  1-440  1 . 


Were  you  workino  when  you 
joined  the  Wavy? 

S.D.  1.094  1.050  1.010 
G.L.  1.014  0.975  0.931 
Orl.  M.  0.823  0.844  0.335 
Orl.  W.  1.145  0.054  1.171 


At  the  time  you  came  on  active 
duty,  how  long  was  your  active 
duty  obli nation? 

S.D.  1.148  1.131  1.155 
G.L.  1.155  1.083  1.398 
Orl.  M.  1.424  1.125  1.262 
Orl.  W.  1.014  0.942  0.805 


Has  your  father  made  a career 


9.  Is  the  general  rate  you  have 
been  given  the  one  you  feel  you 
are  best  qualified  for? 


Time 

Time 

One 

Two 

Three 


2.  How  long  after  leaving  school 


1.312 

1.448 

1.342 

S.D. 

1.838 

2.195 

2.077 

1.429 

1.516 

1.605 

G.L. 

1.368 

2.281 

2.86R 

1.370 

1.549 

1.413 

Orl.  M. 

1.960 

2.377 

2.068 

1.537 

1.644 

1.341 

Orl.  W. 

2.377 

2.675 

2.099 

4.  Before  you  came  on  active  duty, 
were  you  a member  of  the  Naval 
Reserve  required  to  attend 
meetings  for  training? 


S.D. 

0.982 

0.984 

0.971 

G.L. 

0.983 

0.991 

0.974 

Orl. 

M. 

0.990 

0.989 

0.978 

Orl. 

W. 

0.986 

0.983 

0.981 

Did  you  sign  un  for  more  time 
during  boot  training  so  that  you 
would  have  a total  of  six  years 
of  obligated  service? 


o » D • 

1.661 

1.668 

1.646 

G.L. 

1.759 

1.723 

1.689 

Orl. 

M. 

1.594 

1.643 

1.591 

Orl. 

W. 

1.385 

1.754 

1.824 

Is  the  general  rate  you  have  been 


l.itary 

service? 

given  the 

one  you 

wanted? 

1.773 

1.770  1.793 

S.D. 

0.376 

0.438 

0.473 

1.857 

1.873  1.851 

G.L. 

0.330 

0.426 

0.336 

1.743 

1.754  1.759 

Orl.  M. 

0.365 

0.382 

0.413 

1.809 

1.729  1.681 

Orl.  17. 

0.313 

0.387 

0.504 

What  will  your  next  duty  station 
be  after  you  leave  recruit  training? 
S.D.  2.110  2.012  2.084 


G.L. 

2.267 

2.171 

1.771 

Orl. 

M.  1.5R9 

1.940 

2.273 

S.D. 

0.783 

0.801 

0.357 

Orl. 

V/.  2.090 

1.832 

2.375 

G.L. 

0.711 

0.342 

0.653 

Orl. 

H. 

0.756 

0.80A 

0.774 

Orl. 

W. 

0.668 

0.630 

0.856 

What 

do 

you  thin] 

: of  your  next 

12.  Do  you  feel  that 

the  training  you 

dutv 

as: 

signment? 

received  in  boot 

camp  will  help 

S.D. 

1.264 

1.105 

1.237 

you 

in  vour  next 

duty  ass 

.ionment? 

G.L. 

1.339 

1.211 

1.382 

S.D. 

0.465 

0.481 

0.366 

Orl. 

M. 

1.091 

1.055 

1.053 

G.L. 

0.419 

0.377 

0.495 

Orl. 

W. 

1.035 

0.967 

1.323 

Orl. 

M.  0.260 

0.338 

0.274 

Orl. 

W.  0.203 

0.311 

0.278 
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RTC 

Time 

Time 

~Time 

T “ RTC 

Time 

Time 

1 Time 

Location 

One 

Two 

Three 

Location 

One 

Two 

| Three 

13. 


How  much  'lo  ''on  feel  yo'ir  mu: f. 
duty  assnnmcnt  '.'ill.  make  use 
of  the  education  training,  and/or 
experience  you  already  had  when 


Mow  do  you  'oel  you  were  treated 
during  the  first  few  days  in 
hoot  camp  before  your  comoany 
was  formed? 


,1 


you  came 

into  t 

’no  Navy? 

S.D. 

1 . 309 

1.239 

1.231 

5.0. 

O.'M? 

0.066 

0.042 

G.L. 

1.236 

1.177 

1.202 

G.L. 

1.06° 

0.892 

0.092 

Orl.  M. 

1.430 

1.273 

1.347 

Orl.  M. 

0.041 

0.04 'I 

0.030 

Orl.  W. 

0.771 

0.651 

1.000 

Orl.  W. 

0.941 

0.947 

0.90? 

15. 


Reforo  vo"  too’;  the  fV's.ic  Test 
Battery,  v;ere  van  told  how  imoor- 


15.  Mow  important  do  you  believe  the 
Basic  Test  Battery  realty  is  in 


tant  the  > wtr.  were  In 

deciding 

docldlnci 

what  you 

wi 1 1 be  doing 

what  "on  will  he 

doing 

i n the 

in  the  Maw? 

flaw? 

.5.0. 

0.50) 

0.509 

0.510 

S.D.  0.420 

0.421 

0.409 

G.L. 

0.624 

0.675 

0.647 

G.L.  0.443 

0.6)6 

0.501 

Orl.  M. 

0.423 

0.561 

0.530 

Orl.  M.  0.235 

0.366 

0.365 

Orl.  VJ. 

0.594 

0.630 

0.026 

Orl.  VJ.  0.115 

0.260 

0.360 

17.  IIov/  did  yiu  feel 

about 

the  condi - 

10.  How  much 

had  you 

been  told  about 

lions  of  the  room  (the 

quiet,  heat, 

the  different  rates  before  you 

elc.)  in  which  you  too! 

the  Basic 

had  your 

class  > ficatlon 

i interview? 

Test  Battery? 

.6.0. 

1 . 386 

1.200 

1.395 

S.B.  1.520 

1.291 

1 . 320 

G.L. 

1.384 

1.384 

1.468 

G.L.  1.101 

1.256 

1.019 

Orl.  M. 

1.377 

1.280 

1.302, 

Orl.  M.  0.895 

0.966 

0.93? 

Orl.  VJ. 

1.547 

1.382 

1.319 

Orl.  W.  1.064 

1.005 

1.090 

(J 

19. 


When  you  had  vour  classification 
.1  ntervi.ev.1,  did  you  fee]  you  worn 
given  enough  time  to  talk  to  the 
i ntervi.e\  or? 


20. 


Bid  you  feel  that,  the  classification 
.interviewer  was  interested  in  what 
you  had  to  sn-  •? 


'1. 


5.D. 
G.L. 
Or).  r. 
Or!  . V.’. 


Yeu 

8.o. 

G.L. 

Crl. 

Orl. 


1 .090 
1 . 200 
0.94  " 
0.922 


1.007 

1.2)." 

1.037 

1.02 


1.168 

1.355 

1.048 

1.235 


.5.0. 

1.205 

1.176 

1.171 

G.L. 

1.304 

1.251 

1.404 

Orl. 

M. 

0.94). 

1.095 

1.053 

Orl. 

W. 

0.865 

1.000 

1.160 

2 3. 


5.0. 

G.L. 


do  ”r'  1 feel 

aho"t  'tie  haircut 

22. 

How  much 

room  did 

von  have  i.n  vo1 

VO  r> 

ni.ven 

in  hoot  training? 

barracks 

while  in 

boo!  training? 

2.900 

2.85')  2.953 

5.0. 

1.112 

1.502 

1.147 

2.530 

2.693  2.014 

G.L. 

1.149 

1.058 

1.141 

M. 

2.963 

2.866  2.089 

Orl.  M. 

1 .006 

1.056 

1.022 

W. 

1.998 

2.100  2.088 

Orl.  W. 

1.119 

1.123 

1.144 

d 1 d 

you  thin!:  of  the  at  ten- 

24. 

V’hnt  did 

you  thin!: 

of  the 

choice 

i g ' ven  to  v 

inning  the  flag 

of  the  company  to 

win  the 

flag? 

o in 

boot  train  inn? 

5.0. 

1.448 

1.431 

1.207 

) .048 

0.966  1.020 

G.L. 

1.521 

1.291 

1.156 

1.144 

1.065  l.lll 

Orl.  M. 

1.147 

3.210 

0.972 

M. 

0.974 

0.973  0.900 

Orl.  W. 

0.900 

1.077 

1.217 

VJ. 

.934 

.088  0.074 
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RTC 

Time 

Time 

Time 

RTC 

Time 

Time 

Time 

Location 

One 

Two 

Three  i 

Location 

One 

i Two 

Three 

I to' HMCh  Of  a f ce  I nq  rl  • H vo’’ 
qol  ' ha t ••on  v:ero  Mr;1  ■>r  a 
coonan''  while  in  ]>ooi  I rain  inn? 


Old  you  fen!  that.  'ho  leader  for 
’ he  comnanv  was  anonn  the  itest 
recruits  that.  could  have  been 


.8.0. 

0.479 

0.40.9 

0.476 

niched 

■for  'fii.n 

lob? 

G.L. 

0.625 

0.51  > 

0.596 

S.I9. 

1.016 

0.069 

0.988 

Orl.  M. 

0.395 

0.411 

0.313 

G.L. 

0.959 

0.92? 

0.968 

Orl.  V. 

'•>.350 

0.351 

0.265 

Orl.  M. 

o.r'o-' 

0.929 

0.930 

Orl.  w. 


0.157  0.651 


0.629 


Do  vo  i tli' n't  vour  coroanv  crnman- 
dor  had  enouqh  of  a chance  ' o not 
to  ’:now  the  recruits  before  he 


How  ranch  of  a cballenqo  did  you 
find  hoot  training? 


0.597  0.632 


0.663 


rho.-.e  the  conoany  leader? 

G.L. 

0.433 

0.615 

0.575 

S.D. 

1 . 350 

.1.295 

1.371 

Orl.  14. 

0.560 

0.570 

0.632 

o.r.. 

1.335 

1.157 

1.266 

Orl.  VJ. 

0.046 

0.750 

0.862 

0-1.  M. 

1 .44'! 

1.16  i 

1.372 

Orl.  ’•!. 

0.^90 

1.292 

1.363 

Wow  d!d 

vo’  ’ fee  1 

aboi  1 L 

1 lie  number 

30 . 1 low  die!  • 

von  feel 

about  hnvinq  to 

of  diTer-n!  art 

i vities 

; ••(•>•  > had 

run  iron 

one  activity  to 

the  next 

eacii  da 

/ while  t 

n hool 

camo? 

while  in 

boot  t.rai  n.i.nn? 

S.B. 

0.303 

0.923 

0.883 

S.D. 

2.326 

2.194 

2.260 

G.L. 

0.990 

0.899 

0.927 

G.L. 

2.455 

2.525 

2.233 

Orl.  n. 

0.954 

0.9/0 

0.936 

Orl.  M. 

2.210 

2.323 

2.146 

Orl.  V. 

0.791 

0.95  • 

0.835 

Orl.  W. 

2.309 

2.232 

2.677 

llov;  did  yov  fool  folio'. 'inn 


How  did  ’op  feel  abort,  heinn  tested 


Orders  v 

> bool  carv->  van? 

each 

v;ce!’  to  fi.nd 

0”t  how 

ranch  v 

6.D. 

2. 330 

2.480 

2.327 

had 

learned? 

G.L. 

2.56° 

2.605 

2.582 

s.n. 

1.985 

1.575 

1.684 

Orl.  ri. 

2.1 78 

2.55  1 

2.543 

G.L. 

1.542 

1.803 

1.855 

Orl.  V. 

2.34 

2.  39  ' 

>.341 

Orl. 

H.  1.387 

1.348 

1.307 

Orl. 

W.  1.313 

1.568 

1.773 

Ho'  • do  vo”  fee!  ! 

he  pb  -s 

i cal 

34. 

How 

do  von  ceel 

the  marching  in 

train  inn 

in  boo! 

car.ro  v;a: 

3? 

boot; 

camp  van? 

rj.n. 

2.734 

2.554 

2.675 

n.D. 

9.345 

2.327 

2.360 

G.L. 

3.041 

2.519 

2.661 

G.L. 

2.807 

2.715 

2.564 

orl.  ;i. 

2.527 

2.087 

2.549 

Orl. 

11.  2.602 

2.557 

2.609 

Orl.  V-. 

2.277 

9.525 

2.342 

Orl. 

W.  2.504 

2.464 

2.697 

How  did 

'■•on  "eel 

aiio’i  11 

lie  snarls 

36. 

! low 

do  VO"  ( ee ! 

the  clans 

work 

events  in  which  \ 

•ri’i  too!; 

nnrt 

in  boo!  cano  was? 

while  in 

hoo1:  fra'nlnq? 

S.D. 

2.275 

2.351 

2.204 

S.D. 

0.730 

0.613 

0.768 

G.L. 

2.405 

2.297 

2.362 

G.L. 

0.903 

0.700 

0.998 

Orl. 

M.  2.475 

2.508. 

2.492 

Orl.  M. 

0.828 

0.8"? 

0.740 

Orl. 

V.’.  2.349 

2.123 

2.360 

on.  vr. 

2.314 

1.64  ' 

0.654 

VU  T P n, 

RTC 

Location | 

Time 
| One 

Time 

Two 

37.  What  did 

vou  think  nhnui 

movies  on  the  Nav  - wh  » c4 

been  shov.Ti  to  you  while 
boot  training? 

S.D. 

1.330 

1.394 

G.L. 

1.200 

1.094 

Orl.  M. 

2.147 

1.427 

Orl.  W. 

1.322 

1.570 

1.19G  • 

0. 90-1 
1.1 22 

1. vy-i , 


How  much  had  vou  l>cen  told  about, 
the  facilities  (such  as  librar- 
ies, Navy  exchanges , etc.)  which 
can  be  used  by  recruits  while 
in  *>ooh  training? 


S.D. 

1.470 

1.390 

1.505 

G.L. 

1.460 

1.313 

1.460 

Orl.  M. 

1.520 

1.509 

1.465 

Orl.  W. 

1.311 

1.492 

1.550 

Hov/  much 

do  vou 

know  .about  the 

TUITION 

A TD  PROGRAM? 

S.P. 

5.343 

2.319 

2.022 

G.L. 

2.332 

2.316 

2.053 

Orl.  H. 

2.150 

2. 06  A 

3.700 

Orl.  W. 

2.261 

2.040 

1.692 

43.  How  much  do  you  know  about  the 
UNITED  STATES  ARtlED  FORCES 
INSTITUTE  PROGRAM  (USAFI)? 

S.D.  1.306  2.21°  2.134 

G.L.  2.174  2.212  2.342 

Orl.  M.  1.547  2.150  2.141 

Orl . W.  2.191  2.361  2.190 

45.  He  / much  do  vou  know  al  out.  the 

NAVY  ENLISTED  SCIENTIFIC 
ED' 'CATION  PROGRAM  tllES'D? 

3.P.  2.247  2.37’  2.279 

G.L.  2.359  2.345  2.377 

Orl.  M.  1.020  1.730  2.037 

Orl.  V.'.  2.563  2.055  2.000 

47.  How  much  do  yo"  know  about  the 
NUCLEAR  FIELD  PROGRAM? 

S.D.  1 . 740  1.722  1.609 

G.L.  1.307  1.336  1.732 

Orl.  H.  1.463  1.AQ7  1.525 

Orl.  17.  2.547  2.070  2.027 


RTC  Time 

Location  one 


Time  I Time 
Two  I Three 


How  much  information  about  the 
Maw  did  vou  learn  from  your 
comoany  commander  while  in  boot 
t rain i nn? 


S.D. 
G.L. 
Orl.  M. 

Orl.  W. 


0.509 

0.512 

0.494 

0.467 


0.3^9 

0.392 

0.587 

0.560 


0.563 

0.619 

0.451 

0.644 


How  much  had  vou  been  told  about 
\fhat  it  was  like  to  serve  in  the 
fleet  while  in  hoot  training? 


S.D. 

1.512 

1 . 398 

1.523 

G.L. 

1.571 

1 . 360 

1.447 

Orl . 

M. 

1.499 

1.459 

1.396 

Orl. 

W. 

1.443 

1.430 

1.494 

How  much  do  - o".  know  about  the 
PROGRAM  FOR  AFLOAT  COLLEGE  EDUCATION? 
JTul  17993  27143  173(77 

G.L.  2.304  2.211  2.134 

Orl.  M.  2.031  1.967  1.734 

Orl.  W.  2.379  2.109  1.807 

How  much  do  you  know  about  the 
FOREIGN  LANGUAGE  SELF-STUDY 
PROGRAM? 


S.D. 

1.945 

2.470 

2.319 

G.L. 

2.660 

2.520 

2.5R1 

Orl.  M. 

2.235 

2.372 

2.236 

Orl.  W. 

2.643 

2.503 

2.314 

I low  much  do  you  know  about  the 
ADVANCED  ELECTRONICS  FIELD 
PROGRAM? 

S.D.  1.009  1.742  1.702 

G.L.  1.929  1.347  1.796 

Orl.  M.  1.565  1.464  1.402 

Orl.  W.  2.467  3.945  1.935 

Hov  much  do  vou  know  about  the 
OFFICER  CANDIDA  IE  SCHOOL  r ROC,  RAN? 

s.n.  2.06"  2.001  i.y;>y 

G.L.  2.009  1.919  1.037 

Orl.  M.  1.436  1.321  1.588 

Orl.  V.'.  2.103  1.635  1.451 


in 
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Time 

time 

Time 

Location 

One 

Two 

Three 

llov.'  much  t.n  you  ':no'J  nho  i'  I ho 

united  states  naval  academy 


RTC 

Location 


Time 

Three 


Mow  well  did  you  qet  along  with 


PROGRAM? 

t rai ned? 

S.D. 

2.025 

2.052 

1.974 

S.D. 

0.876 

0.834 

0.939 

G.L. 

1.926 

1.929 

1.032 

G.L. 

0.827 

0.750 

0.911 

Orl.  M. 

1.452 

1.272 

1.63S 

Orl.  M. 

0.709 

0.714 

0.712 

Orl.  VI. 

2.283 

1.818 

1.519 

Orl.  W. 

0.682 

0.606 

0.553 

How  much 

of  a chance  did 

yon  qet 

52.  How  much  help  did 

you  feel  you  got. 

to  talk 

thlnqs 

over  wi t h 

those 

from  the 

counseling  you 

received 

above  you  while 

in  hoot 

t rat  ni.nn? 

while  in 

boot  t raining? 

S.D. 

1.5-15 

1*444 

1.440 

S.D. 

1.187 

1.173 

1.270 

G.L. 

1.611 

1.412 

1.576 

G.L. 

1.1 80 

1.179 

1.405 

Orl.  M. 

1.390 

1.403 

1 . 349 

Orl.  M. 

1.029 

1.019 

1.069 

Orl.  W. 

1.402 

1.396 

1.307 

Orl.  W. 

0.908 

0.875 

0.825 

How  much  help  have  '/on  been  qiven 
to  qualify  in  swimmina  while  in 
recruit  training? 

S.D.  0.69-1  0.810  0.83] 


Did  you  feel  that  you  could  qo  to 
your  companv  commander  for  help 
with  a training  problem  while  in 


hoot  trainino? 


G.L* 

0.563 

0.970 

0.842 

S.D. 

0.634 

0.634 

0.597 

Orl. 

M.  0.672 

0.713 

0.696 

G.L. 

0.679 

0.621 

0.744 

Orl. 

0.463 

0.620 

0.545 

Orl. 

M. 

0.501 

0.625 

0.527 

Orl. 

W. 

0.421 

0.582 

0.637 

How  much  help  have  other  recruit: 
qiven  you  in  learning  the  things 


you  had 
inq? 

to  know 

in  recruit  train- 

S.D. 

1.591 

1.597 

1.496 

G.L. 

1.522 

1.510 

1.571 

Orl.  M. 

1.451 

1.453 

1.459 

Orl.  V'. 

1.453 

1.432 

1,-117 

l.'hlle  In 

boot  training. 

hov;  much 

resoect 

for  recr 

U.it.jj  -In 

vou  feel 

was  shown  bv  the 
t ra ininq? 

sc  who  - 

lid  the 

S.D. 

1.459 

1.455 

1 . 366 

G.L. 

1.538 

1.455 

1.545' 

Orl.  M. 

1.346 

1.343 

1.308 

Orl.  r. 

1.060 

1.216 

1.250 

How  much 
oeneral 

do  you 
so  far? 

like  Navy  life  ii 

S.D. 

1.361 

1.233 

1.325 

G.L. 

1.331 

1.194 

1.401 

Orl.  M. 

1.112 

1.032 

1.061 

Orl.  W. 

0.652 

0.323 

0.966 

56.  Were  you  assigned  to  help  one  or 
more  recruits  in  learning  the 
things  they  had  to  know  in  boot 
training? 

S.D.  0.995  0.942  0.975 

O.L.  1.093  0.97-1  1.062 

Orl.  M.  0.351  0.965  0.880 

Orl.  W.  1.131  0.961  0.875 

58.  Did  you  Feel  that  those  who  trained 
you  set  a oood  example  for  recruits 
to  follow? 


S.D. 

G.L. 

Orl.  M. 
Orl.  W. 


0.  796 
0.7/13 
0.910 
0.617 


0.910 

0.779 

0.9-16 

0.73? 


0.766 

0.915 

0.608 

0.725 


60.  V.’here  do  you  think  you  qet  more 
technical  t ra  ininq—  in  the  Navy 
or  in  civilian  life? 

S.D.  0.697  0..767  0.695 

G.L.  0.730  0.717  0.736 

Orl.  M.  0.506  0.599  0.546 

Orl.  V/.  0.602  0.641  0.597 
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RTC  Time  Time  Time 

Location  One  Two  Three 

How  much  do  you  rare  about-  net.!  inn 
technical  trainina? 


RTC 

Location 


Time-1 

Time 

Time 

One 

Two 

Three 

Where  do  you  think  you  can  not 
factor  promotions  to  morn  Important  > 


s.n. 

0.175 

0.204 

0.201 

jobs— i n 

the  Havy 

or  in  civilian 

G.L. 

0.171 

0.1?" 

0.20S 

life? 

Orl.  H. 

0.130 

0.157 

0.111 

5.1). 

0.624 

0.649 

0.675 

Orl.  W. 

0.29? 

0.279 

0.237 

G.L. 

0.649 

0.667 

0.716 

Orl.  M. 

0.542 

0.505 

0.541 

Orl.  W. 

0.592 

0.690 

0.659 

How  much 

do  '/on 

care  about  getting 

54 . V/here  do 

vou  thin): 

: vou  are  most 

fast  promotions 

t o more 

important. 

likelv  to 

do  (tie  kind  of 

work  vou 

}obs? 

1 ike  boot 

— in  t lie 

Navy  or 

in 

s.n. 

0.198 

0.173 

0.100 

civilian 

lire? 

G.L. 

0.129 

0.167 

0.135 

S.D. 

0.914 

0.946 

0.930 

Orl.  M. 

0.136 

0.171 

0.155 

G.L. 

0.944 

0.032 

0.883 

Orl.  W. 

0.229 

0.243 

0.323 

Orl.  M. 

0.021 

0.324 

• 0.773 

Orl.  W. 

0.711 

0.314 

0.825 

Hov;  much 

do  you 

care  about  doing 

II 

66.  Where  do 

you  t hin): 

: vou  can  got 

the  k ' nd 

of  wort 

: you  l it: 

:e  best? 

fairer  treatment— in  the 

Navv 

S.l). 

0.007 

6.123 

0.103 

or  .in  civilian  life? 

G.L. 

0.057 

0.105 

0.066 

£ W 

s.n. 

1.091 

1.140 

1.137 

Orl.  rt. 

0.050 

0.09? 

0.054 

G.L. 

1.176 

1.170 

1.136 

Orl.  W. 

0.025 

0.0. ’4 

0.074 

Orl.  rt. 

0.941 

1.041 

0.979 

67.  How  much  do  you  care  about 
petting  fair  treatment? 


0.090 


0.141  0.137 


Orl.  W.  1.07,?  1.149  1.03? 

Where  do  you  think  vou  are  more 
likely  to  work  on  important  jobs- 
in  the  Navy  or  in  civilian  life? 


G.L. 

0.075 

0.  lot? 

0.083 

s.n. 

0.690 

0.722 

0.698 

Orl. 

M. 

0.086 

0.110 

0.094 

\ 3? 

G.L. 

0.634 

0.653 

0.683 

Orl. 

W. 

0.043 

0.121 

0.051 

x 

Orl.  M. 

0.443 

0.523 

0.430 

i 

Orl.  W. 

0.586 

0.633 

0.593 

69.  How  much  do  you  care  about 
working  on  imnorlant  jobs? 


S.D.  0.250 

G.r..  0.  187 

Orl.  M.  0. 179 
Orl.  W.  0.?1 3 


n.?4  < 0.235 

0.?33  • 0.?0? 

n.?0'»  • 0.145 
0.276  0.322 


Where  do  you  think  you  are  more 
likely  to  get  the  chance  to  talk 
things  over  with  those  above  vou- 


in  the 

Navy  or  in 

civilian 

life? 

s.n. 

1.133 

1.162 

1.161 

G.L. 

1.163 

1.046 

1.082 

Orl.  n. 

1.005 

1.067 

1.033 

Orl.  W. 

1.252 

1.207 

1.224 

’1.  How  much  do  you  care  about  netting 
a chanc®  to  talk  thinqs  over  with 
those  above  von? 


S.l). 

0.379 

0.334 

0. 

353 

G.L. 

0.317 

0.350 

0. 

3.11 

Crl.  M» 

0.243 

0.290 

0. 

222 

Orl.  W. 

0.352 

0.344 

0. 

346 

Where  do  vou  think  vou  are  more 
likely  to  have  to  keep  good  standards 
of  conduct  and  appearance— in  the 


Navv  or 

in  civilian  life? 

s.n. 

0.390 

0.447 

0.390 

G.r.. 

0.393 

0.  490 

0.467 

Orl.  M. 

0.333 

0.370 

0.335 

Orl.  W. 

0.322 

0.441 

0.463 
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73. 

How  nuch 

do  you 

care  about  havi.nn 

7 ' . 

Where  do 

yo"  think  you  are  more 

y 

to  keen  qood  standards  of  conduct 

l.ikolv  *o 

qet  phy 

sical  training- 

and  annearance? 

in  the  Navv  or  in 

civilian  life? 

S.D. 

0.254 

0.273 

0.2/8 

S.D. 

0.480 

0.562 

0.603 

G.L. 

0.170 

0.210 

0.180 

G.L. 

0.609 

0.587 

0.576 

Orl.  M. 

0.181 

0.219 

0.151 

Orl.  M. 

0.346 

0.503 

0.457 

Orl.  W. 

0.080 

o.ioi 

0.102 

Orl.  W. 

0.518 

0.626 

0.638 

4 

75. 

How  much 

do  you 

care  about  qotting 

76. 

I usually 

get  to  ' 

work  on 

time. 

physical 

train  Lnq? 

S.D. 

0.039 

0.075 

0.052 

S.D. 

0.399 

0.474 

0.405 

G.L. 

0.032 

0.058 

0.038 

• 

G.L. 

0.48? 

0.519 

0.490 

Orl.  M. 

0.041 

0.090 

0.030 

Orl.  M. 

0.384 

0.4  39 

0.383 

Orl.  W. 

0.020 

0.073 

0.047 

Orl.  W. 

0.496 

0.484 

0.511 

77. 

I am  annoyed  with  people 

who 

73. 

When  my  clothes  tear,  I 

usually 

correct  i 

me. 

throw  them  a wav. 

S.D. 

0.816 

0.040 

0.758 

S.D. 

0.759 

0.775 

0.7  3b 

G.L. 

0.845 

0.847 

0.806 

G.L. 

0.746 

0.740 

0.752 

Orl.  M. 

0.86  A 

0.800 

0.864 

Orl.  11. 

0.713 

0.  7?H 

0.735 

Orl . W. 

0.061 

0.865 

0.868 

Orl.  VI. 

0.813 

0.948 

0.879 

79. 

I oav  my 

debts 

wi  thou*  having  to 

80. 

I find  it 

hard  to 

take  orders 

be  reminded  to 

do  so. 

from  other  oeonlo 

• 

S.D. 

0.086 

0.126 

0.113 

S.D. 

0.855 

0.058 

0.801 

G.L. 

0.081 

0.107 

0.083  S 

1 9 

G.L. 

0.840 

0.370 

0.846 

Orl.  M. 

0 . 066 

0.102 

0.065  fi 

| M 

Orl.  M. 

0.891 

0.894 

0.862 

Orl.  W. 

0.055 

0.124 

0.070  c 

• W 

jg 

Orl.  W. 

0.891 

0.124 

0.879 

01. 

I have  to  be  reminded  to 

n 

return  „ 

d m 

82. 

If  I have 

finished  my  work,  I feel 

things  I 

have  borrower!. 

i 

that  it  would  he 

unreasonable  to 

r\  r\ 

0.P97 

0.902 

0.876  f 

expect  me 

to  help 

the  other  fellow 

• » •• 

0.923 

0.096 

0.097  | 

2 3 

with  his 

work. 

» . 

'rl.  M. 

h.909 

0.927 

0.895  * 

3 G 

S.D. 

0.843 

0.329 

0.004 

Orl.  W. 

0.910 

0.984 

0.934  g P 

G.L. 

0.842 

0.825 

0.322 

Orl.  M. 

0.876 

0.885 

0.863 

< 

k 

Orl.  W. 

0.934 

0.908 

0.926 

83. 

I usually  wait 

until  the 

last  I 

o 

r *3 

84. 

Teachers 

or  supervisors 

have  found 

minuhe  to  qot  my  work  dono. 

it  difficult  to  qet  me  to  do  what 

S.D. 

0.357 

0.37? 

0.G1G 

p 

they  wanted. 

• 

G.L. 

0.864 

0.896 

0.87? 

w 

3.  D. 

0.890 

0.915 

0.894 

Orl.  M. 

0.877 

0.839 

0.880 

G.L. 

0.92? 

0.909 

0. 90S 

Or J . W. 

0.83? 

0.34? 

0.87? 

Orl.  M. 

0.934 

0.946 

0.932 

• 

Orl.  W. 

0.961 

0.956 

0.953 

85. 

I think 

It  Isa 

serious 

offense 

86. 

I often  find  that 

I have 

forqotten 

to  no  A.voi... 

to  qet  readv  for 

an  activity  about 

S.D. 

0.0/3 

0.115 

0.103 

which  I had  been 

warned 

ahead  of  time 

G.L. 

0.08? 

0.111 

0.10? 

S.D. 

0.869 

0.865 

0.831 

Orl.  M. 

0.081 

0.101 

0.074 

G.L. 

0.885 

0.877 

0.883 

Orl.  W. 

0.051 

0.064 

0.047 

Orl.  M. 

0 . 908 

0.905 

0.876 

Orl.  W. 

0.924 

0.883 

0.926 
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RTC 

Location 

Time" 

One 

time 

Two 

Time 

Three 

I 

RTC 

Location  | 

Time  ^ time 
One  i Two 

Time 

Three 

I kno>..'  exactly 

■/hero  T 

keen 

Hi  . 

People  have  hnri  to  keen 

on  my  tail 

my  important  nepers. 

to  get  me 

to  do  things  I 

dtsl iked. 

s.d. 

0.109 

0.139 

0.145 

S.D. 

0.761  0.810 

0.774 

Ga  L. 

0.091 

0.125 

0.111 

G.I.. 

0.750  0.801 

0.810 

Orl.  M. 

0.112 

0.114 

0.092 

Orl.  M. 

0.8  39  0.844 

' 0.823 

Orl.  W. 

0.129 

0.15-1 

0.09-1 

Orl.  W. 

0.838  0.847 

0.862 

Would  you  like 

to  stay 

in  the 

oo. 

Would  you 

like  to  stay  .in  the  Navy 

Navy  after  you 

have  finished 

long  enouqh  to  collect  retirement? 

t 

your  present  enlistment: 

a 

S.D. 

0.901  0.882 

0.855 

S.D. 

0.993 

0.070 

r^- 

C 

• 

o 

G.L. 

0.875  0.872 

0.021 

G a La 

0 .919 

0.911 

0.877 

Orl.  M. 

0.824  0.703 

0.693 

* 

orl.  M. 

0.044 

0.020 

0.750 

Orl.  W. 

0.861  0.871 

0.096 

Orl.  VI. 

0.723 

0.75  3 

0.768 

RSSi  auAiw* 


115 


